Evaluative approaches to selected employment-training programs for unskilled, economically disadvantaged women at Davidson County Community College by Drozd, Nancy Carolyn & NC DOCKS at The University of North Carolina at Greensboro
INFORMATION TO USERS 
This was produced from a copy of a document sent to us for microfilming. While the 
most advanced technological means to photograph and reproduce this document 
have been used, the quality is heavily dependent upon the quality of the material 
submitted. 
The following explanation of techniques is provided to help you understand 
markings or notations which may appear on this reproduction. 
1. The sign or "target" for pages apparently lacking from the document 
photographed is "Missing Page(s)". If it was possible to obtain the missing 
page(s) or section, they are spliced into the film along with adjacent pages. 
This may have necessitated cutting through an image and duplicating 
adjacent pages to assure you of complete continuity. 
2. When an image on the film is obliterated with a round black mark it is an 
indication that the film inspector noticed either blurred copy because of 
movement during exposure, or duplicate copy. Unless we meant to delete 
copyrighted materials that should not have been filmed, you will find a 
good image of the page in the adjacent frame. 
3. When a map, drawing or chart, etc., is part of the material being photo­
graphed the photographer has followed a definite method in "sectioning" 
the material. It is customary to begin filming at the upper left hand corner 
of a large sheet and to continue from left to right in equal sections with 
small overlaps. If necessary, sectioning is continued again—beginning 
below the first row and continuing on until complete. 
4. For any illustrations that cannot be reproduced satisfactorily by 
xerography, photographic prints can be purchased at additional cost and 
tipped into your xerographic copy. Requests can be made to our 
Dissertations Customer Services Department. 
5. Some pages in any document may have indistinct print. In all cases we 




300 N. ZEEB ROAD, ANN ARBOR, Ml 48106 
18 BEDFORD ROW, LONDON WC1 R 4EJ, ENGLAND 
8118772 
DROZD, NANCY CAROLYN 
EVALUATIVE APPROACHES TO SELECTED EMPLOYMENT-TRAINING 
PROGRAMS FOR UNSKILLED, ECONOMICALLY DISADVANTAGED 
WOMEN AT DAVIDSON COUNTY COMMUNITY COLLEGE 
The University of North Carolina at Greensboro PH.D. 1981 
University 
Microfilms 
International 300 N. Zeeb Road, Ann Arbor, MI 48106 
EVALUATIVE APPROACHES TO SELECTED EMPLOYMENT-TRAINING PROGRAMS 
FOR UNSKILLED, ECONOMICALLY DISADVANTAGED WOMEN 
AT DAVIDSON COUNTY COMMUNITY COLLEGE 
by 
Nancy Carolyn Drozd 
A Dissertation Submitted to the 
Faculty of the Graduate School at 
The University of North Carolina at Greensboro 
in Partial Fulfillment 
of the Requirements for the Degree 





This dissertation has been approved by the following conimittee 
of the Faculty of the Graduate School at the University of 
North Carolina at Greensboro. 
Dissertation / ) // _____ . 
Adviser // !• /*. 
Committee Members r '.S 
M 
Date of Acceptance by Committee 
-~j / 
• / ••• Ml I I / I / I • 
Date of Final/ Oral Examination 
11 
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at Davidson County Community College. (1981) 
Directed by: Dr. Rebecca Smith. Pp. 197. 
The current system of evaluation being used in Davidson County, 
North Carolina, for employment-training programs such as the Human 
Resources Development (HRD) and the Comprehensive Employment and 
Training Act (CETA) assume that summative evaluation based on overall 
outcomes is sufficient for policymakers to use in planning, 
implementing, and evaluating programs. This research sought to 
establish the idea that the use of a formative type of evaluation 
which emphasized process, in combination with summative, would be 
a more comprehensive approach. More systematic means of assessment 
and program planning and a redefining of the criteria of success 
of participants are needed. 
The major purposes of the study were to develop a model for 
explaining the employment behavior of women, especially the 
economically disadvantaged, and to test portions of that model using 
data already available. The model included factors at the societal 
and individual levels that affected the prediction of whether a woman 
would take a job, her job tenure, and the orderliness with which she 
made any transitions in employment. Personal characteristics of 
participants, the type of training plan, and the type of job taken 
were the independent variables tested from the formative model on 
employment-training programs which impacted on the dependent 
variable—success on unsubsidized jobs. From these variables, four 
hypotheses were formulated arid analyzed by stepwise discriminant 
function analysis and chi-square. 
Information on these independent and dependent variables was 
available for 279 economically disadvantaged adult women who had 
been enrolled in employment-training programs at Davidson County 
Community College between 1977 and 1980. 
Overall findings revealed: (a) There was a significant 
relationship between each of the following independent variables: 
training plan, type of job, and six personal characteristics 
(transportation, health, past work record, income support, aspiration 
level, and race) and the dependent variable, success on unsubsidized 
jobs. Data were analyzed by means of chi-square. (b) When the 
variable, personal characteristics, was considered as a whole and 
analyzed by stepwise discriminant analysis, six of the factors within 
personal characteristics (transportation, health, past work record, 
income support, education, and children) were found to discriminate 
significantly on success on unsubsidized jobs, (c) When the set of 
independent variables was grouped into the categories of personal 
characteristics, training plan, and type of job and the data were 
analyzed by stepwise discriminant function analysis, only four of 
the variables—type of job, income support, transportation, and 
education—discriminated significantly on success on unsubsidized 
jobs, (d) When selected groupings of personal characteristics were 
formulated, based on their conduciveness to employment or lack 
thereof, there was a significant difference between each group, 
combined with type of job and type of training plan, and success 
on unsubsidized jobs, as analyzed by chi-square. More persons with 
characteristics conducive to employment were most successful on 
unsubsidized jobs. 
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The Special Programs Division of Davidson County Community 
College is composed of many employment-training programs for 
disadvantaged adults from Davidson and surrounding counties. 
Many times these programs work in coordination with other agencies 
such as CETA (Comprehensive Employment Training Act), ESC 
(Employment Security Commission), and WIN (Work Incentive Program). 
Evaluation of these programs is necessary, but is somewhat inadequate. 
The primary focus of this dissertation was on design of a theoretical 
model that would lead to a more valid, comprehensive approach to 
evaluation and would supplement the present means of evaluation. 
The means of evaluation of programs for the disadvantaged adult 
population seem to be limited. The typical means of evaluation is 
summative and is based only on outcomes; that is, the end results of 
the programs are the bases for evaluation. 
CETA may use any or all of the following criteria for judging 
success of its programs (outcomes): (a) number of persons placed on 
jobs; (b) number of positive placements made; and (c) the factor of 
staying within 15 percent of planned expenditures (DCET, 1979; 1980). 
ESC may judge the success of its programs (outcomes) by: 
(a) number of persons placed on jobs; or (b) number of persons placed 
on jobs who are still on jobs at the end of thirty days (Newton, 1980). 
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Davidson County Community College's Human Resources Development 
(HRD) Program may use these criteria for judging success of its 
programs (outcomes): (a) a form of cost-benefit analysis, a 
comparison of the differences in income and public assistance from the 
pretraining to the posttraining period to the training costs involved; 
and (b) the number of hours in classroom activities with the students. 
All of the above measures of evaluation seem to have four 
assumptions which are somewhat limited in scope: (a) summative 
evaluation is sufficient; (b) the disadvantaged population is 
homogeneous in characteristic and need: thus, there is no need to 
compare input to outcome; (c) the success or failure of the person 
is due to the program utilized; and (d) there is little concern for 
the retention rate and orderliness of job change after placement 
on jobs. Once a person is placed into a job, he or she will remain 
in that job thereafter. 
Outcomes do not provide sufficient information for program 
improvement and for most effective planning for the varying needs 
of the heterogeneous population of disadvantaged adults. Thus, while 
summative evaluation alone has its merits, it also has its limitations. 
A comprehensive evaluation system needs a theoretical framework 
which would use formative means of evaluation in addition to the 
summative one. Summative evaluation emphasizes outcomes, but the 
formative type emphasizes processes. Both need to be tied into the 
theoretical framework that can emphasize the total system and its 
interrelationships rather than one aspect in isolation. 
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A study was designed which included both summative and formative 
means of evaluation. A theoretical framework for explaining 
employment behavior of women was developed. Portions of this were 
tested utilizing previously collected data and analyzed with 
discriminant function analysis and chi-square. Women were used 
because they make up the overwhelming majority of the students in the 
employment-training programs. 
The need for this study was based on the following: (a) no 
study on the local or state HKD Program and no study on the local 
CETA Program have been made: (b) a theoretical framework and model 
for explaining employment behavior of women are needed; and 
(c) policymakers need to review all forms of evaluation with emphasis 
on the formative aspects. Personnel from the local and state HRD 
offices and the local CETA office have expressed the need for studies 
of program impact. Many of the authors referred to in this text also 
stated the need for additional evaluation and studies. 
The present emphasis of employment-training programs on 
summative evaluation is not adequate for comprehensive planning 
and evaluation. A comprehensive evaluation system can provide 
a basis for future planning and modification or redesign of pro­




REVIEW OF THE LITERATURE IN EVALUATION 
Evaluation as a field of inquiry has developed greatly during 
the past decade and has become more academically acceptable as a major 
area of research for social scientists (Abramson, Tittle, & Cohen, 
1979). Freeman (1977) has estimated that between 1970 and 1976 
hundreds of evaluation studies with budgets in excess of $100,000 were 
undertaken annually. Publications such as the Handbook of Evaluation 
Research (Guttentag & Struening, 1975), Evaluation Studies Review 
Annuals (Glass, 1976; Guttentag & Saar, 1977), and the publication of 
refereed journals devoted almost exclusively to evaluation of social 
programs have indicated the increased growth of evaluation research. 
The status of evaluation has changed to that of an emerging discipline 
in its own right. 
An increasingly prevalent trend of the public within the United 
States seems to be one of utilization of evaluation results. More 
evaluation has been needed at the local level, especially at the level 
of program practitioners. Without this, more federal directives may 
be made to enforce local evaluation (Scott, 1978). 
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Evaluation 
As a field of endeavor, evaluation has started to receive 
a good deal of attention and yet, it has suffered from a lack of 
consensus definition (Abramson et al., 1979). 
Weiss (1972) called evaluation an "elastic word" in that it had 
different meanings and covered judgments of many kinds. Guba (1969), 
Worthen and Sanders (1973), Stake (1967), Borich (1977), Weiss (1972), 
Abramson et al. (1979), Scriven (1967;1976), Webster and Stufflebeam, 
(1978), Stufflebeam et al. (1971), Suchman (1967), and Fitz-Gibbon and 
Morris (1978b) all had their own conceptualizations for the meaning of 
evaluation. However, one common notion for its meaning among several 
authors involved that of judging merit or worth (Scriven, 1967; 
Webster & Stufflebeam, 1978; Stufflebeam et al., 1971; Weiss, 1972). 
Models or Approaches toward Evaluation 
There are a variety of models or approaches toward evaluation 
which can be categorized according to (a) the purposes for which data 
are to be used or (b) the philosophical and methodological positions 
taken by the proponents of the evaluation (Abramson et al., 1979). 
Purposes of Evaluation. If evaluation is to have a chance to 
contribute to making rational decisions, an evaluator must know its 
purposes and the decisions that need to be made. There are three 
basic purposes or types of decisions: policy (made by top 
policymakers), strategic (made by directors of the program), and 
tactical (made by direct-service personnel) (Weiss, 1972; 1974). 
Top policymakers may ask if the program should be continued, dropped, 
or modified, and want to know the overall effectiveness of the program. 
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They may want data to establish needs, provide a means for account­
ability for funds to comply with regulations or prevent waste and 
mismanagement, improve the quality and efficiency of programs, or 
justify program allocations. Directors of the program may want to 
know not only how well their program is achieving the desired ends, 
but also which strategies are more or less successful; they may want 
information on which parts of a program are essential and which can 
be dropped or changed. Direct-service personnel deal with individuals 
and small groups and want to know practical day-to-day information. 
For example, they may ask questions that deal with teaching one 
subject area versus another subject area. 
Philosophical or Methodological Approaches. The second category 
of models, philosophical or methodological, can be described under 
six approaches: educational psychology (with an emphasis on measure­
ment), professional judgment (with an emphasis on the use of opinions 
of experts), objectives-performance (with an emphasis on comparing 
performance with clearly specified objectives), educational science 
(with an emphasis on research methods), educational change (with an 
emphasis on evaluation for self-learning and institutional improve­
ments), and the education decision model (with emphasis on practical 
uses of evaluation and decision-making) (Pace & Friedlander, 1978). 
The educational decision model could view evaluation in four parts: 
planning, programming, implementing, and product (Stufflebeam et al., 
1971). The planning phase is concerned with identification of needs 
and problems and the development of goals and specific objectives. 
Programming is concerned with resources, budget, and time requirements 
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necessary to achieve the goals identified in the planning phase. The 
implementation phase is concerned with the actual daily operation of 
the program designed and the product phase is concerned with outcomes 
of the training program and relating these outcomes to planning and 
implementation. All phases focus on evaluation: collecting, 
organizing/ analyzing, reporting information, and making judgments. 
The four phases can be transposed into a system of formative and 
summative evaluation. Summative evaluation emphasizes outcomes. 
Although employment-training programs have used outcomes concerned 
with immediate exit status of participants, increased earnings, and 
decreased public assistance, outcomes can also include products 
within the time of actual training (such as measuring student progress 
by competencies gained), information from follow-up of graduates to 
assess long-term impact, and linkage of information from outcomes to 
planning and implementation phases. Formative evaluation emphasizes 
process; it can include needs assessment, planning, implementation, 
the relationships between these aspects and outcomes, and monitoring of 
training components with an interest in improving the quality of the 
program. Feedback from both summative and formative aspects can be 
important to those in policymaking, decisionmaking roles. 
Perspectives toward Evaluation 
Hanson (1978) stated the importance of assessing the 
value-laden perspectives of employment-training administrators and 
evaluators prior to beginning an evaluation of programs. Borus (1979) 
divided the benefits into four groups: those affecting society, 
individuals, employers, or government. An evaluator could have 
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any one of the value-laden perceptual viewpoints or all of them. The 
particular bias of the evaluator can influence the manner in which the 
evaluation is approached. It is important to recognize the value-laden 
perceptual viewpoints involved as these can affect results of research. 
Benefits to society include aspects such as: (a) improving 
the equity in distribution of income and employment of target 
groups; (b) increasing the gross national product of the country; 
(c) reducing the unemployment rate, dependency of persons 
on public assistance, and discrimination; (d) increasing the 
quality of health care, quality of family life, and quality of 
housing; (e) increasing the public's satisfaction with social 
institutions; and (f) reducing antisocial behavior and recidivism of 
former inmates of correctional institutions. 
Benefits to individuals include aspects such as: (a) increasing 
the income of participants either from increased employment or higher 
levels of productivity; (b) decreasing unemployment; (c) improving the 
health, quality of family life, and housing of individuals; (d) gaining 
employment that promotes self-sufficiency and less dependence on public 
assistance; (e) increasing social and occupational status; (f) increas­
ing satisfaction with work and general conditions; and (g) increasing 
the amount of voluntary leisure time for those who desire it. 
Benefits to employers include aspects such as: (a) filling job 
orders, especially those where workers are in short supply; 
(b) increasing the productivity of the employee; and (c) reducing 
labor turnover which can become very expensive for employers. 
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Benefits to governmental operators include aspects such as: 
(a) reducing the cost of governmental operations so that participants 
need fewer services from agencies; (b) reducing the amount of public 
assistance payments; (c) increasing tax revenues by having more 
persons engaged in jobs providing taxable income; and (d) increasing 
the number of persons available for military or other public service. 
An evaluator may possess any or all of the value-laden, view­
points of benefits (societal, individual, employers, or government) 
when approaching research. 
Summative Evaluation of Employment-Training Programs 
Up until World War II, the federal government's involvement 
in training for employment was fairly minimal. One of the first 
interventions involved the Morrill Act of 1862 which established 
the land-grant colleges and programs of training and research in the 
field of agriculture. The Smith-Hughes Act of 1917, a second 
government intervention, established one of the original programs of 
matching grants for state efforts especially in agriculture, home 
economics, trades, and industry (Bresnick, 1979). Although there were 
national efforts made to alleviate the emergency condition of 
joblessness in the Great Depression (Gilli, 1978), it was not until 
after World War II that the idea of national commitment to minimize 
unemployment gave impetus to a federal manpower policy as embodied in 
Full Employment Act of 1946. This act, a response to the widespread 
unemployment of earlier years, marked a new concept of federal 
government power. Full employment had become a national goal (Korim, 
1974; Bresnick, 1979). 
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CETA as an Employment-Training Program 
Although national manpower policy lagged in the 1950"s with a 
high employment rate, there was rising unemployment in the 1960's. 
In response to this economic condition, part of the Area Redevelopment 
Act of 1961 (which was to provide low-interest loans and grants to 
stimulate economic development and job creation in depressed areas) 
became the model for the Manpower Development and Training Act (MDTA) 
of 1962 (Mangum, 1968; Bresnick, 1979). The main proponents of MDTA 
saw it as an opportunity to train residents of depressed communities 
for new jobs, a defense against automation that threatened jobs for 
people, or a reaffirmation of the belief that there was no shortage of 
jobs for individuals possessing proper skills (Bresnick, 1979). 
Legislation that created MDTA was modified and broadened in 1973 
to increase its impact on the hard-to-train-and-employ person and 
was retitled CETA (Comprehensive Employment and Training Act)(Gilli, 
1978; Gay, 1978). CETA became law in December of 1973, was 
implemented in fiscal 1975 (Snedeker & Snedeker, 1978), and was 
amended in 1978 (Office of Governmental Relations, 1980). CETA was 
designed to provide job training and employment opportunities for the 
economically disadvantaged, unemployed, and underemployed in order to 
have persons be able to secure and retain self-sustaining unsubsidized 
employment. The act was a chief vehicle for manpower development and 
training programs and replaced the Area Redevelopment Act of 1961, 
Manpower Development and Training Act of 1962, Economic Opportunity 
Act of 1964, and the Emergency Employment Act of 1971. Unlike 
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the federally administered programs of the preceding 12 years, CETA 
offered a more flexible, more decentralized system of comprehensive 
and decategorized training and employment, subject to the overall 
supervision of the United States Department of Labor (USDOL/DOL). The 
agencies which operated the CETA programs for the USDOL were called 
"prime sponsors." A prime sponsor, such as Davidson County, consisted 
of one or more units of a minimum of 100,000 persons (Office of 
Governmental Relations, 1980). 
Domination of CETA by POL. Placement of MDTA, and later CETA, 
under the supervision of DOL, instead of under the United States 
Department of Health, Education, and Welfare (HEW), had an impact on 
the program. Although congressional sponsors thought that MDTA 
naturally belonged to the Bureau of Vocations of HEW, the latter 
agency was unresponsive to congressional initiatives. Yet, DOL 
responded to the initiatives with considerable interest and enthusiasm 
and with the realization that manpower programs deserved a higher 
priority on the national agenda. Before long, manpower programs were 
accounting for 80 percent of DOL's budget. Thus, manpower programs 
became a dominant influence at DOL, whereas vocational education was 
just one of many programs at the Office of Education within HEW 
(Bresnick, 1979). 
The supervision of DOL of CETA had an important effect on the 
program. Vocational education programs, housed under the Office of 
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Education, had been viewed as skills development programs and were to 
provide knowledge and skills to young people as they entered the world 
of work. As such, they comprised only a small part of educational 
effort in the schools. Yet, to DOL, the primary focus of training 
and employment programs was jobs. Individuals were in programs 
because they needed jobs and training was a means to that end. 
Therefore, the major purpose of CETA was to increase access to the job 
market for individuals who were displaced by automation and for other 
disadvantaged populations. Thus, increased earnings (Bresnick, 1979) 
or the number of persons placed or not placed in jobs after the 
training programs became the factors by which these programs were 
often measured. CETA had made an explicit connection between training 
and work. 
CETA Funding. According to Everhart (1980), CETA is funded on 
the basis of factors within the county such as the number of 
unemployed, number of economically disadvantaged, and the number of 
the population as a whole. Some of these factors are weighed more 
heavily than others depending upon the particular grant involved. 
Funding is not based upon any cost-benefit or competitive-funding 
index of accountability based on earnings before and after or other 
such factors. Although DOL may criticize the local CETA agency if 
there are insufficient placements, the evaluation of the agency's 
performance is not directly tied to the funding formula. 
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Lack of emphasis on local CETA Evaluation. Gay (1978) stated 
that although CETA required the agencies at the local government level 
and the federal government level to evaluate the efficiency of 
employment and training programs, substantial evaluation at the local 
level had not occurred. Scott (1978) agreed with Gay that evaluation 
had been much discussed by manpower programs but was seldom 
accomplished. Scott (1978) further reported that there seemed to be 
more interest in getting dollars utilized than concern for 
accountability of funds and for quality of programs. DOL did not seem 
to place much emphasis on the development of local evaluation 
activity. Local evaluation did not seem to be a national priority. 
Past Methods of Evaluating CETA. Because of the lack of local 
data, personnel, funds, and control comparison groups for evaluative 
purposes, DOL decided to use "performance indicators" as proxies for 
long-term impact of CETA programs. The indicators proposed were: 
(a) proportion of positive to negative terminations and proportion 
of terminations entering employment; (b) proportion of those 
entering employment who receive minimal CETA services; (c) cost per 
positive termination and cost per person entering employment; (d) 
pre-CETA wage versus post-CETA wage; and/or (e) the extent to which 
the local agencies were using their funds. The majority of the 
evaluative measures were based on immediate postprogram placement 
(USDOL Employment and Training Administration, 1977). 
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Gay (1978) stated the need to validate the performance 
indicators. Postprogram placement may or may not be correlated with 
long-term success resulting from employment and training programs. It 
could be that persons most likely to find work immediately after the 
program would have found work even in absence of participation. A 
possible situation reflecting program impact differing from immediate 
postplacement record might occur when a person takes the first job 
offered and is listed as a positive termination but leaves the job 
within a short period of time. Gay completed a study of trainees and 
a comparison group to determine long-term effects (18 months-3 years) 
on earnings after exit from the program. Annual earnings 
differentials were adjusted for difference in age, education, marital 
status, and preprogram differences in labor market experiences. His 
findings revealed that merely obtaining employment immediately follow­
ing the program was not necessarily related to long-term program 
impact. Therefore, immediate job placement was not a valid 
performance indicator. Job placement alone did not convey any 
information on the nature or quality of postprogram placement. 
Gay stated a further need for follow-up studies to determine the 
impact of training programs. 
The supervision of CETA by DOL had placed emphasis on job place­
ment. Yet, even with this explicit connection of training and work, 
some writers stated that CETA placed too much emphasis on immediate 
job placement and not enough emphasis on the long-term impact of the 
placement nor its benefits for the individual. 
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Emphasis was frequently placed on short-term 
training programs seeking a quick "payoff;" 
in other words, the programs aimed to place 
as many of these individuals into the job 
market as soon as possible. Implicit in 
these programs is little, if any, long-
range concern for the career education of 
employees (Gilli, 1978, p. 50). 
HRD as an Employment-Training Program 
The Human Resources Development (HRD) Program of Davidson County 
Community College is a prevocational training program, started in 
1973, designed to: (a) identify, (b) recruit, (c) train, (d) job 
place, (e) keep chronically unemployed and underemployed adults in 
jobs that would increase income and decrease public assistance, and 
(f) provide one year of follow-up job coaching to them after their 
exit from the program. The program provides outreach to many North 
Carolinians who might otherwise by untouched by the community college 
system. In North Carolina, there are forty-seven HRD programs in a 
system of fifty-seven community colleges distributed all across the 
state without regard to special characteristics of local community 
college environments. No North Carolina community college is required 
to operate an HRD program; colleges must specifically request 
funding for such programs (Lindsey et al., 1978). 
The principal originator of the HRD programs was Manpower 
Development Corporation of North Carolina (MDC). This was a private, 
nonprofit corporation which stated a need for prevocational training 
for the disadvantaged adult population of North Carolina. 
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The need for a prevocational training program was generated by 
the inability of the public schools to provide adequate training 
for the disadvantaged to get and keep jobs, and also by a belief that 
North Carolina needed the productivity of the disadvantaged. 
When requested to develop a model for a state manpower program 
that would have nationwide applicability, MDC opened an experimental 
training center in Greensboro, North Carolina, and staffed the center 
with specialists in recruiting, counseling, training, and job place­
ment of the disadvantaged. An advisory committee consisting of 
prominent Greensboro industrialists set the policy for the center. 
The training consisted of a blend of programmed adult basic education 
geared to each individual's own learning pace and motivational train­
ing to make the persons more employable. After several training 
cycles, MDC reported having demonstrated that this type of training 
was valid for disadvantaged adults. Not only was there academic 
improvement for the students in training (an average of two grade 
levels), but 189 of the 258 graduates of the center were gainfully 
employed at salaries above the federal minimum wage 18 months after 
exit from the program. Based upon the experience of MDC in Greensboro, 
DOL and HEW funded two more centers to test the effectiveness of the 
concept outside the industrialized Piedmont section. 
When MDC presented its successes to the North Carolina Governor in 
1970, the State funded a community college to try the concept and at 
the same time funded MDC to develop plans for this new type of train­
ing for the entire community college system. The belief seemed to be 
that community colleges had grown and done a good job but were not 
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fully reaching the disadvantaged population. Yet, the community 
college system had the potential for working with that population. 
With demonstrations of further successes, the North Carolina 
Legislature funded HRD programs across the state (Manpower Development 
Corporation, 1970). Davidson County Community College's HPD Program 
originated in August of 1973. 
Training Components of HRD. Since the institutions within the 
North Carolina community college system are largely autonomous, all 
forty-seven HRD programs serve as programmatic "laboratories." From 
these, a general programmatic pattern has now emerged containing two 
major instructional components: (a) human resources development 
training and (b) basic education skills training. 
The first component, human resources development training, is 
ordinarily taught by a skilled counselor. It deals with the funda­
mentals of job acquisition, job information sources (both public and 
private), preparation of resumes and job applications, the job 
interview process, the standard etiquette of employer-employee 
relationships, the assessment of personal assets and limitations 
(Lindsey et al., 1978), interpersonal relationships, and career 
decision-making. Instructional methods vary from class multi-media 
presentations and discussions by staff and the business community to 
roleplaying and videotaping. 
The second instructional component, basic education skills train­
ing, focuses on the reading, writing, and arithmetic skills which are 
directly related to entry-level employment or completion of high 
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school. Basic consumer economics are added when appropriate (Lindsey 
et al., 1978). In North Carolina, many unemployed adults lack even 
the basic educational skills necessary for entry-level employment. 
HRD Funding and Evaluation. According to Lindsey (1980), the 
North Carolina General Assembly funded the HRD programs of the 
community and technical colleges on the basis of three factors: a 
competitive efficiency index cost-benefit method, instructional hours, 
and a maintenance fund. The cost-benefit method weighed most heavily 
on the evaluation and funding of the local HRD program in two ways. 
Not only was funding tied directly to the cost-benefit system, but a 
program that did not generate a positive competitive efficiency index 
for two years would not receive further funding without special 
approval from the State Board of Education. 
The appropriation provided by the General Assembly for the sup­
port of the HRD Program would be divided into three separate and equal 
funds. 
1. One-third of the appropriation would be designated as the 
"Program Maintenance Fund". Each continuing HRD Program 
would receive annually one equal share of the Program Main­
tenance Fund. 
2. One-third of the appropriation would be designated as the 
"FTE Fund." (FTE, Full-Time Equivalent, is based upon 
dividing the total hours of student classroom attendance by 
704 to get an equivalent to a full-time day student at the 
college.) Each continuing HRD program would receive annually 
from the fund an amount proportionate to its share of the 
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total HRD FTE accumulated by all participating institutions. 
3. One-third of the appropriation would be designated the 
"Performance Fund" (Competitive Efficiency Index). Each 
continuing HRD Program would receive annually from this 
fund an amount proportionate to its share of the sum of all 
positive indexes accumulated by all participating 
institutions. Programs which had generated a negative, 
competitive efficiency funding index would receive no 
portion of the performance funds. 
A Competitive Efficiency Fund Index for each HRD Program would 
be computed in accordance with the following formula: 
Aggregate Aggregate Aggregate 
Annual - Annual +3 Annual 
Posttraining Pretraining Pretraining 
Income Income Public 
Assistance 
Aggregate Training Costs 
Local HRD Programs provide detailed economic profiles on 
students one year before and after training. Posttraining reports 
are required at intervals of three, six, and twelve months after 
students exit from the program. Data collected by local progams on 
students are used to calculate for each program a competitive 
"efficiency index" (EI) (Lindsey, 1980). 
In actuality, the program formula is modified slightly in that 
annualized postincome must be projected for those groups that do not 
have a year follow-up due at the end of the accounting year, April 
30th. A time factor is introduced which is used to calculate the 







differences affect the particular year's funding formula. Thus, the 
actual formula for calculation of funding is: 
+ 3 A . ["52 . [B-C] 
365 [F 
[E-D] . 52 
F 
A = Time Factor (It involves the number of days the group of 
365 students effected the formula past April 30 divided by 
the number of days in a year.) 
B = Total reported postincome 
C = Total reported preincome 
D = Total reported postpublic assistance 
E = Total reported prepublic assistance 
F = Weeks in postperiod (determined by number of weeks in 
follow-up report) 
G = Training costs (administrative and stipend costs) 
Training costs consist of costs for supplies, staffing, 
equipment, administration, and for stipends paid to 
students for living allowances and transportation costs. 
Although the stipend is supplied by the local CETA agency, 
it is still a cost to the taxpayer. 
52 = Factor to project annualized income or public assistance 
F 
if last 12-month follow-up report does not end on April 30, 
the end of the funding year. 
Although there were no systematic research studies on HRD in 
North Carolina, there were published reports concerning annual earn-
back index calculations and a cumulative performance report for each 
school. The following represented a portion of the report concerning 
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the HRD Program at Davidson County Community College from 1975 to 
1980. 
The basic formula for earn-back index (competitive index) was as 
follows: 
Index = Income increase plus 3 times the public assistance decrease 
Training cost (administrative and stipend costs) 
Application of this formula per year for Davidson County 
Communityn College is made below (Lindsey, 1980): 
1975-76: $221,322 - $69,102 = 4.046 index 
$71,788 
1976' -77: $331, 993 - $350 ,616 5. 324 index 
$128,207 
1977' -78: $661, 721 - $527 ,133 8. 288 index 
$143,451 
1978 -79: $674, 029 - $335 ,912 = 10, 756 index 
$93,889 
1979' -80: $320, 823 - $184 ,385 4. 608 index 
$109,641 
Each index amount represented the number of years it will take 
the program to pay back the North Carolina treasury the amount given 
to the program for administrative and other costs. It represented 
dollars addded to the participant's taxable incomes and deductions 
from public assistance roles (with a weight factor of 3 as suggested 
by Lindsey, 1980) so as to benefit the taxpayers of North Carolina 
in bringing in more tax dollars and helping make more disadvantaged 
people become more productive citizens. 
More exactly, the index represented a measure for the length of 
time it took for the participant to earn back or pay back the 
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money invested into the program and stipends paid to the student. 
If the index was more than one, then it would take less than a year 
to pay back the investment. For example, an earn back of four 
meant that the student had paid back the taxpayer's investment 
(money allotted to operate the program and pay for stipends) four 
times the amount invested in that year (Lindsey, 1980). 
Since the earn back indexes for Davidson County Community 
College for 1975-1980 were positive (all were above an index of one), 
the taxpayers gained their investment costs back for the program 
in less than one year for each of the years involved. 
Since the HRD program is primarily based on the competitive 
funding index (which is a form of cost-benefit methods), a 
presentation will be made on cost-benefit analysis. 
Cost-Benefit Analysis. Although cost-benefit analysis can be 
helpful in making rational decisions concerning investment of costs 
and evaluating benefits from the programs, it also has limitations. 
Persons can state that the costs of a program are too high or state 
that the same costs are evidence of the "high quality" of the 
program. Neither assertion is accurate unless the costs are related 
to the benefits. Cost-benefit or cost-effectiveness deals with 
outputs or outcomes in relation to the inputs or costs involved. 
It is based on the theory that one cannot make a judgment about costs 
unless it is related to the benefits and conversely, one cannot make 
a judgment about benefits of an activity unless they are related to 
costs. The decision-making problems can be viewed as those of 
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constrained maximization or minimization so as to achieve the most 
of what is desired with given quantities of resources used. Added 
costs may be associated with added benefits. 
Steps in cost-benefit analysis comprise identification, 
monetary-value expression, and comparison. 
The first step, identification of the costs and benefits, 
raises a number of fundamental issues of economic theory and 
methodology. What is to be involved in the costs? Is it only the 
particular grant dollars or does it include factors such as rent, 
telephones, tax exemption and transfer payments due to the education? 
How far does one go in enumerating the costs and also the benefits? 
Are joint costs accounted for? Are wages (usually in terms of rate 
paid per hour or week) or earnings (the product of wages and the 
time period of employment) used? These two measurements may have 
different implications. Most studies dealing with wages versus 
earnings have used earnings as the overall measure (Hu & Stromsdorfer, 
1979). 
Although a second step involves quantification of costs and 
benefits, the third step is that of making a comparison of costs to 
benefits. One basic criterion for choosing the most desirable 
program from a set of alternatives is to select the one that provides 
the maximum value of benefits for the costs involved, taking into 
account a time factor. If the value of the benefits is the 
numerator and the value of costs the denominator, a program should 
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have a benefit-cost ratio equal to or larger than one in order to 
be considered worthwhile. The higher the ratio, the greater the 
payoff. 
Although benefits are usually conceived as being economic in 
nature, benefits can also be noneconomic, such as job satisfaction. 
Stromsdorfer (1972), reviewing studies on vocational education, stated 
that most of them placed the emphasis on economic benefits and 
basically ignored the noneconomic benefits. 
There are advantages and disadvantages of the cost-benefit 
system. Dr. Grady Love (1980), President of Davidson County Community 
College, stated to school administrators that an advantage of cost-
benefit analysis was the definite means for accountability for the 
costs involved with consideration of the benefits derived from the 
training. HRD was the only program within the North Carolina 
community college system with such an accountability system. Thus, 
to the extent that it presents a formula with a means for determining 
some degree of accountability for cost involved, cost-benefit 
analysis has merit as a very effective public relations tool. The 
National Council on Employment Policy (1977) stated the usefulness 
of this tool in weighing comparable approaches and in considering 
whether earning gains are of reasonable magnitude. 
Yet, Hu and Stromsdorfer (1979), O'Boyle (1972), The National 
Council on Employment Policy (1977) and Perry et al. (1976) advised 
caution in the use of cost-benefit analysis. Cost-benefit strategies 
only view the economic measures and are only a partial or proxy 
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measure for total costs and benefits. Decisionmakers need to 
examine the basic assumptions, definitions, and means for 
calculations. Cost-benefit ratios can be very misleading when 
calculated for a program as a whole as they may not reflect the 
quality in the program, may provide misleading guidance for 
incremental decisions, and may not show the policymakers the 
effectiveness of resources at the margin. The gathering of data based 
on cost-accounting principles and guided by agreed-upon objectives and 
definitions of output is necessary (Hu & Stromsdorfer, 1979). Too 
many times, cost-benefit analysis is used for "go, no-go" type of 
decisions and not for any formative evaluation or means to determine 
how to improve the internal workings of a program. 
! 
0'Boyle (1972) warned those who would compare projects utilizing 
a cost-benefit basis only: 
...the individual who sets out to assess a 
given training project can compare it only 
to projects that enroll roughly equal 
numbers or proportions of persons with the 
same need and the same ability to help 
themselves (p. 106). 
Perry et al. (1976) agreed with the conclusions of O'Boyle. It 
is important to note classifications and subtypes of programs and to 
note the type of student enrolled before making overall conclusions 
regarding comparisons of outcomes from various programs. The National 
Council on Employment Policy (1977) cautioned against assuming that 
the gains measured in the period after termination from the program 
were long-lasting. Gains for females seemed to erode somewhat. 
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Longitudinal studies were needed. 
Gay (1978) stated that a simple comparison of incomes before 
and after training ignored the basic difficulty in measuring program 
effects: estimating what trainees would have earned in the absence 
of program participation. Utilization of a control group of 
comparable subjects who were randomly selected and follow-up 
studies for many years past the training period were needed. These 
have not been fully realized in manpower evaluations. 
Summative Evaluation Research on HRD and CETA 
According to Lindsey (1980), there is no duplicate HRD program 
as found in North Carolina anywhere in the United States. This 
author could locate no studies completed on the HRD program. 
Although the author could find no research studies on CETA or MDTA 
on the local level, there were studies completed across the nation. 
Perry et al. (1976) examined 252 evaluative studies of manpower 
programs by the O-fice of Research and Evaluation of the Manpower 
Administration and noted a lack of consensus on evaluation. Some 
confusion rested on the failure of legislators and program 
administrators to clearly define objectives; other confusion lay with 
the scope of inquiry and the means for evaluation and research. 
Many times, conclusions had been drawn on incomplete data or mis­
interpretation of research results. 
The review completed by the National Academy of Sciences (1975) 
showed a lack of adequate research and lack of sufficient bridging of 
the gaps between governmental decisionmakers and research. For 
example, one division charged with responsibility for research, 
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the Research and Development Unit of DOL, was located at a relatively 
low level in the department's organizational hierarchy, had minimal 
funds for research and a weak foundation for utilization of results. 
Without more emphasis on utilization of research and evaluation by 
policymakers at the local and federal levels, important opportunities 
for strengthening policies and programs may be lost or diluted. 
Each years millions of dollars are spent in programs at the local 
level to deal with the problems of the disadvantaged. For fiscal 
1978, 450 prime sponsors conducted programs under CETA with enroll­
ments totaling over 3.3 million. The budget for fiscal 1978 was 
$9.5 billion as compared to $5.6 billion in fiscal 1977 (Employment 
and Training Report of the President, 1979). Many times the 
results of such programs reflect positive outcomes. Many of the 
studies of manpower programs consist of summations of one or more 
summative measures, such as the number of positive terminations or 
number of persons placed in unsubsidized work or the amount of 
increase in earnings of participants. 
According to the Employment and Training Report of the President 
(1979), in fiscal 1978, 59 percent of all terminations were positive 
in nature. Persons were considered as positively terminated when they 
left the program to take a job, enter another program, enlist in the 
Armed Forces, or enroll in full-time school. A range of 33 to 45 
percent of the terminations were those going into unsubsidized work. 
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Bresnick (1979) reviewed studies on CETA and found that the 
majority of the evaluations used the simple before-after assessment 
(summative measure) where the individual's annual earnings before 
receiving the training were compared to earnings after completion of 
the program. Most of the studies showed a rise in income. Few studies 
had introduced the use of control groups and some of the control 
groups that were used were questionable. 
The National Council on Employment Policy (1977) made a compre­
hensive review of the literature on evaluation of manpower programs 
and found that the overwhelming evidence indicated that the manpower 
programs of institutional training, on-the-job training, and public 
service employment improved the economic well-being of participants. 
A review of the research findings of Langdon (1969), Magnum and 
Walsh (1973), Anderson et al. (1973), Ashenfelter (1976), Flores(1968), 
Goldfarb (1968), Rawlins (1969), Liddell (1969), Boyer (1970), 
Mestrovich (1970), O'Boyle (1972), Street (1975), Smith (1971), 
Trooboff (1968), and Rapuano (1970) revealed that increases in the 
incomes of participants were depicted as resulting from training in 
manpower programs. 
Information on postprogram experience of CETA participants has 
been developed through the Continuous Longitudinal Manpower Survey 
(CLMS) of 1978 and 1979. The survey was conducted by the U.S. Bureau 
of the Census with funding from DOL. It traced the experience of 
participants in their employment and earnings for three years after 
enrollment in CETA programs. The first study revealed follow-up on 
320,900 terminees who had been out for three months and 193,000 who 
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had been out for at least a year. The second report provided data 
on 424,000 who had been out for three months and a subgroup who had 
been out for at least a year. All terminees were included regardless 
of their reasons for leaving the programs; therefore, the data 
represented both early dropouts and completers. Since there was no 
comparison group, the reports were only gross effects of the programs. 
Key findings from the survey showed that the participants did have 
more earnings after the program than before, and that postprogram 
employment and earnings improved gradually over time. However, the 
overall gain masked major differences between characteristics of 
enrollees, such as stable employment backgrounds prior to entry as 
opposed to those with limited employment. Participants with 
relatively good employment and earnings the year before entering CETA 
tended to achieve a good level after the program even though they did 
not regain their preprogram level of employment and earnings. Those 
with lower levels of employment and earnings before enrollment 
achieved considerable gains over their preprogram experience and 
greater gain than average for all trainees. Fifty-eight percent of 
the trainees stated satisfaction with CETA programs and 28 percent 
stated they were very satisfied with the programs. 
Summary of Reported Positive Income Gains 
In general, all the studies listed above reflected an increase 
in income for the participants. Income differences can be compared 
in two ways: (1) the difference between pre- and posttraining total 
income for the year or (2) the difference between pre- and 
posttraining hourly wages. An example of the difference in total 
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income is shown in the studies by Anderson et al. (1973) in which it 
was concluded that skill training increased earnings for participants 
between $400 and $800 per year compared to nonparticipants; public 
service employment participants increased earnings with average 
increases of $300 to $700 per year; preemployment and prevocational 
training programs produced net gains of between $200 and $400 per year. 
Skill training and public service employment were of longer duration 
and had greater annual earnings gains than the prevocational 
programs. An example of comparisons of pre- and posttraining hourly 
wages was shown in the studies of Magnum and Walsh (1973) which 
revealed that there were 14.6-15.5 percent gains in average hourly 
wages in 1971 and 7.3-8.7 percent gains in average hourly wages in 
1972 for those who had been enrolled in skill training in institutions. 
Critique of Summative Research on CETA 
As stated earlier, many times the results of the programs have 
reflected positive outcomes. The assumptions are that the results are 
due to the program and will be maintained, and that the short-term 
impact is the same as the long-term impact of programs. Yet, cautions 
need to be observed in many areas, such as not having comparable 
control groups; not noting differences in personal characteristics, or 
type and length of programs; not considering the total costs involved 
within a cost-benefit formula; viewing graduates rather than total 
enrollees when computing costs; and not considering the effects of 
history, rising wage scales, and maturation in the viewing of benefits. 
Lack of Control Groups. One means of evaluating the impact of 
programs is through the use of control groups. Without comparable 
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control groups, it is not clear if the program outcomes are due to the 
training program or other factors. It is hard to draw firm 
conclusions about the impact of programs without rigorous research. 
According to authors such as Ericksen (1976), Klausner (1972), 
Appel (1972), National Analysts (1971), Franklin (1972), Johnson 
and Reed (1975) and Job (1979), there is much labor force movement 
and work patterns vary. Many people do not. remain in their initial 
employment. Without adequate control groups, how can it be determined 
if the reported positive gains would not have happened without the 
employment-training program? 
Ericksen (1976) reported on a longitudinal study (1967-1971) of 
3500 white and 1500 black respondents who were 30-44 years of age. 
Three groups emerged: (a) those who worked all year; (b)those who never 
worked; and (c) a large group who had periods of work and nonwork. 
Those who had worked full time in full-time jobs were in the minority. 
Klausner(1972) also studied the disadvantaged. His survey of 400 
Aid-to-Families-with-Dependent-Children (AFDC) mothers in New Jersey 
revealed that only nine percent of the population of working women 
were working one year later. A survey of 3400 AFDC mothers in 
Michigan (Appel, 1972) showed that about twelve percent of those not 
working had found a job a year later. 
National Analysts (1971) reported on a study based on an HEW 
survey of AFDC recipients in twelve major cities which showed that 
of the 3500 female recipients interviewed in the spring of 1970, 
2400 of these were reinterviewed one year later with findings 
revealing that 18 percent worked between interviews and 10 percent 
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were working at the time of the second interview. 
Franklin (1972) studied 360 AFDC participants in the WIN program 
(80 percent male and 20 percent female) and found that their past 
work history showed a marginal relation to the labor force. The 
majority had been out of work for five years or more. About 33 
percent had held no job as long as a year. 
Johnson and Reed (1975) indicated that about 15 to 20 percent 
of the AFDC mothers not working at any time would, in fact, find some 
type of job during the coming year, either part-time or full-time. 
They cautioned against claiming that all the job placements and 
positive gains were achieved as a result of the program. Possibly, 
the results represented a normal flow of welfare recipients into 
employment that would have occurred in the absence of any program. 
According to Job (1979), approximately one in five persons who 
was not employed nor looking for work in the first part of 1976 was 
a member of the labor force a year later. She also collaborated 
on the idea of a movement of persons into and out of the labor force. 
Those movements affect not only the level of employment, but also the 
economy's potential output of goods and services and the policymaker's 
ability to develop effective programs to reduce joblessness. 
Another factor that might influence the labor force movement is 
the level of the economy. Participants who entered and left an 
employment-training program during a recession might be persons who 
had stable work histories, but were temporarily economically 
disadvantaged. As the recession subsided or terminated, these might 
locate employment. They might have located employment at the same 
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time without the employment-training program. The economy was the 
principle determinant of the labor force movement. 
Failure to Note Personal Characteristics. Few of the studies 
that reported positive income gains compared differences to personal 
characteristics in a systematic fashion. Yet, studies such as those 
by Langdon (1969) and Street (1975) reported that only about two 
percent of the participants within their studies of disadvantaged were 
welfare recipients. 
Also, it was not clear that results from programs based on short-
term data would be the same over a period of time. According to 
Ericksen (1976), the assumption from sectional studies that women who 
were working at one point in time would be working at the next studied 
time was questionable. Men had a higher degree of labor market 
attachment and therefore, the assumption could be made more readily. 
Walker et al. (1974a) reviewed data to determine the impact of 
institutional training on women. Their pertinent findings revealed 
that emphasis was being placed on training women for occupations for 
which there was high demand, but also high turnover, There was a lack 
of counseling and supportive services. Male trainees had more job 
alternatives available to them and were somewhat less dependent on 
training for attaining jobs. Walker et al. (1974b) noted that there 
was low enrollment of women in courses traditionally reserved for men. 
Therefore, sex, as well as other personal characteristics, may be an 
important factor to consider in viewing income gains. 
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Viewing Graduates Rather Than Total Enrollees. Many studies with 
positive gains in income included participants for whom records were 
easily attainable and did not include dropouts. Boyer (1970) studied 
1,373 MDTA trainees of which 60 percent completed training. Street 
(1975) also reported using graduates of programs. Dropouts may be 
different from graduates and this may make a difference in reporting 
positive gains. 
Few studies placed the earnings differences into a cost-benefit 
formula to take into account "sunk" costs (the costs associated with 
trainees who dropped out of the training) (Liddell, 1969), or the 
costs of varying lengths of programs (ranging from 1 to 104 weeks), or 
maturation and earnings foregone, or use of any comparable control 
group. Since many of the training programs were up to 104 weeks in 
length, the effects of history in terms of rising wage scales and 
maturation may be important considerations. 
Not Considering the Type of Program. Labor force participation 
is dependent upon access to available job opportunities. If the 
individual has limited job information and faces social, 
psychological, medical, or institutional barriers to employment, then 
the individual's participation in the labor market may be 
characterized by a higher degree of unemployment and underemployment 
and by lower earnings than by workers who do not face such barriers. 
Manpower programs differ significantly from one another to the 
extent that they focus upon skill training rather than the removal of 
barriers to employment other than skill training. Usually programs 
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that emphasize acquisition of job skills expect to generate greater 
short-term gains in employment and earnings than ones that emphasize 
removal of barriers. This may be due to differences in the 
characteristics and needs of enrollees and the positive correlation 
between the level of wages and the skill level of occupations in most 
labor markets. Skill development programs tend to generate more income 
depending on such modifiers as the characteristics of enrollees, nature 
of the activity, location of the program, period of time involved, the 
economic setting, and labor market needs (Perry et al. 1976). 
Goldfarb (1968) described increases in the income of trainees 
as coming about for two reasons: (a) movement from low-demand to 
high-demand areas without necessarily moving into a job with high-
skill requirements; and (b) the teaching of skills which had a high 
wage yield. Those realizing the greatest increases in income were 
those who took courses involving skills which were hard to learn and 
quite complex. Thus, the most successful outcomes from classroom 
training came either from the acquisition of scarce hard-to-learn 
skills or from shifts from low-wage, low-demand areas to high-demand 
areas. 
Need for Additional Study. The National Council on Employment 
Policy (1977) reviewed more than a decade of research on manpower 
programs and stated the need for additional study. The most severe 
shortcoming of employment and training programs was the area of 
evaluation. Evaluations did not relate to policymaking need and 
benefits were not made for program operators in their need for 
comprehensive information. Manpower programs in the United States have 
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traditionally lacked cohesiveness and lacked consensus in defining 
what programs were intended to do, assessing the needs and goals 
of target groups and relating these goals to policymaking, program 
planning, implementation, and evaluation. Studies with emphasis on 
policy making are needed. 
Summary 
This chapter reviewed evaluation of employment-training 
programs from the policymaker's perspective with consideration of 
program benefits to the individual, society, and employer. It was 
generally recognized that the summative type of evaluation is of great 
benefit, but is limited when used alone. 
Typically, employment-training programs are evaluated by the 
number of placements on jobs and/or by the difference in pretraining 
and posttraining income. This form of summative evaluation 
has an emphasis on overall outcomes and tends to assume homogeneity 
of persons, types of program, and types of jobs. It may erroneously 
assume that the differences in the number of placements and income are 
due to the training program itself. Comparable control groups are 
used rarely, if at all, to evaluate the program's success. Also, 
there is little, if any, study of the process factors (i.e., formative 
evaluation) involved with the predictions of success. Evaluation 
can become more comprehensive by using a framework and model 
for explaining employment behavior and a formative means for 
evaluation. Summative evaluation is helpful and needed, but is not 
comprehensive enough by itself. 
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CHAPTER III 
DEVELOPMENT OF THE FORMATIVE EVALUATION MODEL 
FOR EMPLOYMENT-TRAINING PROGRAMS FOR DISADVANTAGED WOMEN 
Model development, more an art than a systematic set of 
procedures, is a tedious and gradual process in which there is a 
cycle of creating, revising, testing, evaluating, and reforming many 
pertinent theories about a family phenomenon into a model format. 
There are many approaches to developing theories for model building. 
Recent trends have led authors to build theories that have stronger 
impact on contemporary, everyday family life and to relate their 
research to a body of theory, whereas in the past there were few 
attempts to go beyond verification of a hypothesis. Recent trends 
reflect movement beyond mere verification toward linking and 
integrating more complex propositions into theories for model 
building. 
Burr (1973) was a pioneer in the area of theory building and 
the subsequent development of models. He used deductive and 
inductive processes, drawing theories from many disciplines and from 
general theories to deduce family phenomena. The procedures involved: 
(a) a conceptual clarification of the major dependent variables; 
(b) a review of theories pertaining to the phenomenon of interest that 
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might be rendered context free; (c) formulation of many context-free 
propositions and ^eduction of context-specific propositions; (d) a 
review of the literature on research for empirical support, if any, 
for the deduced propositions, including the direction and shape of any 
of the relationships; and (e) incorporation of all the propositions 
into a model with higher-order propositions displayed at the periphery 
and derived propositions with their varying connections located in the 
body. His strategy was open-ended, subject to revision and extension, 
and offered for criticism with an implied challenge to the readers to 
improve on the model or any of the propositions within the model 
format (Burr et al., 1979). 
The model developed for this study paralleled the basic 
approach suggested by Burr (1973). The particular family phenomenon 
for the model involved employment behavior of women, especially 
low-income women, and was designed to be a working publication to add 
to the literature, to be revised and modified by later authors rather 
than accepted as ultimate truth. It needed to be viewed as setting 
the stage for future developments. 
The author read literature from the fields of sociology, 
business administration, personnel work, career guidance, economics, 
manpower studies, and education to look at the area of employment of 
women with level of employment being a dependent variable. As a 
result of the reading in many disciplines, a conceptual clarification 
was made for the definition of level of employment as originated by 
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Railings and Nye (1979) in their chapter on employment of women. 
These authors used the dependent variable, level of employment, to 
refer to whether or not the woman took a job. This author changed the 
term, level of employment, to be level of success on unsubsidized 
jobs and expanded the term to include the concept of not just whether 
or not the woman took a job, but how long she stayed on a job and the 
orderliness of any transition between jobs. It seemed important to 
view employment of women not just in terms of whether or not they took 
a job (as many employment-training programs do), but also to include 
job tenure and orderliness of change in employment. The term, 
unsubsidized jobs, was used because this is the ultimate goal of 
employment-training programs and is of intense interest to many 
taxpayers. 
Readings from a variety of disciplines gave many different 
perspectives for viewing the original propositions and discussions as 
presented by Railings and Nye (1979). As a result, the author 
developed an overall model that explained employment of women in terms 
of prejob variables, job tenure variables and how employment of women 
affected the role of wife, affected the children, and society. Each 
of these areas (prejob, job tenure, and how employment affected roles) 
was divided into macrolevel and microlevel. Macrolevel referred to 
societal issues and microlevel referred to individual issues. See 
Figure 1 for a view of the overall model that was devised. Level of 
employment of women included a new definition: whether she takes a 
job, her length of stay on the job, and the orderliness of any job 
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transition. All of the propositions in the prejob variable at the 
macrolevel, a portion of the propositions at microlevel, and all 
of the section involved with employment effects were taken from 
Railings and Nye (1979). All others were originated by this author. 
All of the variables may be separately functioning with the dependent 
variable, but may be interactive with it and interactive with each 
other. Each of these categories of variables is described in the 
following pages under the auspices of the title, formative model on 
employment-training programs. A theoretical framework for explaining 
the employment behavior of women is portrayed, questions are 
formulated for testing through statistical means, and the questions 
are answered. These form the basis for a formative evaluation of 
programs which supplements the summative one. Other necessary means of 
evaluation include evaluation of personnel, the overview of outcomes 












(Adapted from Railings 
and Nye, 1979) 
Category 2 Variables: 
Employment Effect on— 
A. Wife-Mother Role 
B. Husband and Child 
C. Community and 
Society 
(Adapted from Railings 
and Nye, 1979) 
Figure 1. Formative Model on Employment of Women 
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Formative Model oil Employment-Training Programs 
In the past century, the United States has witnessed a rise in 
the proportion of women who are employed (Ericksen, 1976), such that 
women became the fastest growing segment of the labor force (Project 
on the Status and Education of Women, 1977). 
At the beginning of this century, very few women were engaged in 
employment outside the home. Most of women's work involved activities 
in the home such as spinning, weaving, breadmaking, home and child 
care, and laundry. Most of it was single status, productive 
activity. With the advent of industrialization, productivity became 
associated with GNP (gross national product) and work became 
associated with paid employment. Some activities which had been 
located in the home were moved into the factories and became 
paid employment activities (Oakley, 1974). Even though some women did 
engage in outside employment, most of these were unmarried, young, or 
very poor. The woman's role as wife and mother was regarded as 
incompatible with working outside the home (Ericksen,1976). As the 
century progressed, this image became less true. With the advent of 
World War II, there was a marked increase of women in the labor force, 
especially married women and those with children. 
Also, since the 1930's, the total number of families in the 
United States wherein a woman is head of household has more than 
tripled with a rapid rate of increase during the 1970's (Employment 
and Training Report to the President, 1979). Today, the head-of-
household woman tends to be younger; she is more likely to be black, 
to have young children at home, to be divorced, and to be in the paid 
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labor market. She, like her counterpart in the past, has a far lower 
income than do other types of families. One of every three female 
heads of household lives in poverty compared to one of every nineteen 
husband-wife families and one of every nine families maintained by men 
who have not married, have separated, or have been divorced or widowed. 
Projections made by the Project on the Status and Education of 
Women (1977) indicated that the work life of women will increase in 
years to come even though the majority of women workers may continue 
to earn low salaries. Many women workers remain concentrated in a few 
major occupations that typically pay lower than those dominated by 
men. The poverty of the female householder with no husband present 
has presented special concerns for the policymakers of the United 
States. Many employment-training programs are geared to reach women, 
particularly those who are heads of families with no husband present. 
Thus, the issue of employment for women is an important one be­
cause of the increasing number of women in the labor force, the greater 
number of women who have become heads of households (and who may be­
come new members of the labor force), many women on public assistance 
roles, and many women involved in employment-training programs. 
The following pages continue detailed descriptions of the infor­
mation from the formative model (see Figure 1). The diagramming 
within the propositions of each of the microlevel (individual) and 
macrolevel (societal) issues will be explained. 
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Diagramming of theoretical propositions is needed for 
conciseness. Sometimes variables can be related without specifying 
the nature of their relationship, but usually the relationships are 
further explicated in some way. The number of each proposition in the 
figures and tables corresponds to the numbers within the text. 
Variables will be stated to have no relationship ("0"), negative 
influence or positive influence ("+") with an arrowhead 
indicating the direction of the influence (" " or " "). 
Occasionally, a contingency variable may appear to influence the 
relationship between the two variables rather than either variable. 
This will be represented by a directed line from the contingency 
variable bisecting the relationship line. A circle around the symbol 




( + ) 
Figure 2. Example of Diagramming 
The interacting variable (T) influences the direction of the re­
lationship between X and Z. As the interacting variable (T) increases, 
the relationship between X and Z becomes stronger (Burr et al., 1979). 
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Prejob Variables Affecting Employment; Macrolevel 
There are two classes of independent variables that have a 
significant affect on whether women take paid employment: macrolevel 
(those at societal facilitation) and microlevel (dealing with the 
individual). 
Figure 3 (Railings & Nye, 1979, p. 206) reflects a diagram of 
the independent variables at the macroanalysis level on the effect 
paid employment of women. 
Proposition 1: 
The level of value placed by society on 
goods and services, as compared to leisure and 
visiting, positively influences the proportion 
of women in employment (Railings & Nye, 1979, 
p. 204). 
Paid employment of women away from the home preempted the time 
that women might otherwise invest in leisure, informal visiting, or 
self-development. If society placed a high value on goods and 
services which were important for direct utility and prestige and 
security, then more women would be employed. 
Proposition 2: 
The level of labor market demand in 
occupations customarily staffed by women 
influences the proportion of women employed 
in a positive direction (Railings & Nye, 
1979, p. 205). 
The movement of women into the labor force is also affected by 
the societal demand for workers. With the low birth rate during the 
depression and with the rapid expansion of the economy after World 
War II, there was a strong demand for women workers (Nye, 1974). 
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Figure 3. Prejob Variables Affecting Employment (Macrolevel) 
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Proposition 3: 
The level of specialization of the 
economy positively influences the proportion 
of women who are gainfully employed (Railings 
& Nye, 1979, p. 205). 
The traditional role for women, taking care of the home and 
children, producing and processing the food, constructing and maintain­
ing the clothing, and the like, evolved into an increasingly 
differentiated economy, and as some of these tasks became the 
responsibility of specialized personnel and plants, more money was 
required to pay for these services. 
Proposition 4: 
The level of subsidization of substitute 
care for dependent persons positively influences 
the proportion of women in paid employment 
(Railings & Nye, 1979, p. 205). 
Traditionally, the care of children has been considered a part 
of the woman's responsibility. If she were to take employment away 
from the home, some substitute child care would usually be necessary. 
The mother would have to pay for it entirely, or society or the 
coriununity would pay a portion or all of it. 
Proposition 5: 
The availability of labor-saving devices 
in the home and other substitutes for labor of 
housewives positively influences the proportion 
of women in paid employment (Railings & Nye, 
1979, p. 205). 
Regardless of employment, women have typically borne the main 
responsibility for household tasks such as housecleaning, laundry, 
shopping, and cooking. Devices that made the accomplishment of these 
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tasks easier or more expeditious had impact on employment of women. 
Proposition 6: 
The level of societal approval of women's 
employment positively influences the proportion 
of women in paid employment (Railings & Nye, 
1979, p. 205). 
Norms of society can influence the employment of women. At times, 
it may not be clear if the norm existed first or the behavior existed 
first and influenced the norm. 
Proposition 6 could also be reformulated to state that the level 
of societal approval of the woman's acceptance of public assistance 
payments influences the proportion of women in paid employment. 
Prejob Variables: Microlevel 
Microlevel variables involve personal characteristics of women 
and situational factors in the social environment of the individual. 
An overview of how the microlevel variables effect the level of 
employment of women is indicated in Figure 4. Figure 4 is a 
slight modification of the work by Railings and Nye (1979, p. 210). 
Proposition 7: 
There is an inverse relationship 
between poor health of the individual 
and the likelihood of employment. 
This does not mean that persons with good health will always be 
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Figure 4. Prejob Variables Affecting Level of 
Employment—Microlevel Analysis 
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According to studies by Oetting et al. (1974), Ervin (1975), and 
others, poor mental or physical health can present a barrier to 
employment. Employers are interested in hiring healthy persons for 
seemingly obvious reasons. Also, many times the person with poor 
health may be discouraged from work by friends, relatives, and others 
(Railings & Nye, 1979). 
Proposition 8: 
With higher perceived rewards and lower perceived 
costs involved with employment, there is a greater 
likelihood that the woman will enter employment. 
Perceived rewards and costs will vary with different people. 
Although perceptions are influenced by attitudes of society, reference 
groups, and signficant others, the woman may form her own estimates 
of rewards and costs. Rewards may vary from psychic satisfactions to 
monetary benefits. Costs may vary from guilt over neglect of children 
and having less leisure time to factors such as loss of security of 
public assistance benefits. Each person and each situation can be 
different although shaped by the environment to varying extents. This 
proposition relates directly to the theory of choice and exchange. 
Proposition Nine (9) 
The higher the educational level that provides 
for entry into highly paid, high-demand, prestigious, 
secure employment, the greater the likelihood that 
the woman will enter employment. 
This can also relate very directly to perceived greater rewards 
associated with employment. It assumes that education and skill 
50 
training create competencies that are valued by employers who in turn 
provide jobs with better pay and working conditions, more stimulating 
work, and the like. 
Proposition 10: 
Women's level of education positively 
influences the proportion of women employed 
(Railings & Nye, 1979, p. 207). 
Bowen and Finegan (1969) reported that there is strong evidence 
to relate higher educational level of women to greater likelihood of 
their employment. 
Quinn and de Mandilovitch (1975) stated that the relationship of 
education to job satisfaction and job tenure still needs clarification 
and research. There has been little relevant research in the area of 
work, education, and job satisfaction other than that written largely 
by social, industrial, or organizational psychologists. Some of the 
need for clarification is reflected in the following studies. Inskeep 
(1970) studied 1875 women sewing-machine operators in garment-
manufacturing firms and found that there was an inverse relationship 
between education and job tenure. Taylor and Weiss (1972) studied 475 
regular employees in a discount chain store and found that the factor, 
education, did not discriminate between those who left the job and 
those who stayed. Yet, perhaps there was difference between 
satisfaction levels. Although dissatisfaction may mean leaving 
employment for some people, it is not necessarily so. 
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Proposition 11: 
For black women, the relationship between 
education and employment is curvilinear, with the 
likelihood of employment increasing with education 
beyond high school level (Railings & Nye,1979, p.207). 
Black women seemed to be effected slightly differently than other 
groups. Employment did not significantly vary if they had or had not 
graduated from high school, but did vary for those with college 
degrees. There were many black women with four-year degrees or 
graduate training in the labor force (Bowen & Finegan, 1969). 
Proposition 12: 
The amount of previous successful work 
experience positively influences the likelihood 
of women's employment (Railings & Nye, 1979, 
p. 207). 
A lack of work experience or work experience that reflects many 
jobs within a short period of time can present a barrier to employment, 
especially if the woman's attitude is negative, or if the employer 
prefers someone with experience for the job, or if the employer has a 
negative attitude toward the person who has a background in numerous 
jobs. Quinn et al. (1980) showed that five percent of the dis­
advantaged adults who terminated or quit their jobs within six weeks 
of being hired had held more than four jobs within the previous 
two-year period. 
Sweet (1973) stated the need to look at prior work experience. If 
the woman was working while her child was of preschool age, she tended 
to remain in the work force. Also, her intention to work in the 
future, especially when her youngest child was under three, reflected 
a work commitment (Haller & Rosenmayr, 1971). 
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Haller and Rosenmayr (1971) reported that 43 percent of the 
women who had been in the labor force for 12 or more years wanted to 
remain in the work force. More blue-collar women than white-collar 
women rated their occupational work as unsatisfactory, but they 
stated that they expected to continue work. > 
Proposition 13: 
Women's age, as related to the stage in 
the family life cycle, influences the likelihood 
of their employment . . . (Railings S Nye, 
1979, p. 208). 
Older data (US Bureau of Labor Statistics, 1971) tended to reflect 
a distinct curvilinear relationship between women's age as related to 
the stage in the life cycle and the likelihood of employment. It 
revealed that women who were ages 20-24 and 35-54 were most likely to 
be employed. The exception to this involved women who were childless 
as these worked continuously from 20-54 years of age with no decline 
in working period. It was assumed that the difference between the two 
groups of women was due to having responsibility for children. The 
25-35 year old group may have had school-age children. The never-
married woman was expected to work unless she was wealthy, provided 
personal care for relatives, was physically or mentally handicapped, 
or was on public assistance. Assumptions for lessened employment 
after age 55 related to health problems, less financial need, and the 
like (Railings and Nye, 1979). 
The newer data reflect more women entering the labor force with 
children under age 18. The labor force participation rate of wives 
with children under age 18 rose from 39.7 percent in March of 1970 to 
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that of 50.2 percent in March of 1978. The labor force participation 
rate for wives with no children under the age of 18 grew from 42.2 
percent to 44.7 percent. The labor force participation rate for wives 
with school-age children was higher in March of 1978 than for wives 
with children under age 6 (52 and 42 percent respectively) (US Bureau 
of Labor Statistics, 1979). Yet, the increased rate for wives in the 
labor force with children under the age of 6 had risen by 11 percentage 
points since 1970 while the proportion of mothers with school-age 
children (6-17) had increased by 8 percentage points. Almost half 
of the children in husband-wife families had working mothers in March 
of 1978 as compared to 38 percent in 1970. Although this growth was 
seen mostly among white children during that period, black children 
in husband-wife families in 1978 as compared to 1970 were more likely 
than white children to have mothers in the labor force (64 percent 
compared to 47 percent). Therefore, although trends reflect greater 
percentages of working women in all age groups, there are smaller 
numbers of working women with children under the age of six. 
Proposition 14: 
The greater the degree of jobs that are 
available, especially primary market jobs, 
the more likely the woman will choose to 
become employed. 
Several authors have suggested that at least two types of labor 
markets offer employment opportunities for persons in the United 
States—primary and secondary (Wellman, 1968; Wolfe, 1971; Doeringer, 
1969; Davidson & Krackhardt, 1975; and Rosenberg, 1975). The 
primary job market consists of jobs with advancement opportunities. 
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greater degree of job security, wages that are 30 to 40 percent above 
minimum wages, and the like. The secondary market consists of jobs 
with little advancement opportunity, little job security, and 
typically, wages that are close to minimum wage. A portion of 
participants of manpower-training programs are placed in unsubsidized 
jobs in the secondary labor market. 
Proposition 15: 
The number of dependent persons in 
the family negatively influences the 
likelihood of women's employment 
(Railings & Nye, 1979, p. 208). 
Proposition 16: 
The adequacy of available substitute 
care for dependent persons in the family 
positively influences the likelihood of 
women's employment (Railings & Nye,1979,p.208). 
Proposition 17: 
The cost to women of substitute 
care for dependent persons in the 
family negatively influences the 
likelihood of women's employment 
(Railings & Nye, 1979, p. 208). 
The US Bureau of the Census (1979) presented statistics that 
married women without children are more likely to be employed. Many 
studies showed that the proportion of women employed declines with the 
greater number of children. Rossi (1964) stated that when child-care 
responsibilities were most demanding, not only were women less likely 
to work, but those who did would work for fewer hours. This affected 
their occupational status, which in turn reduced their values toward 
paid employment. Erickson (1976) stated that some women did combine 
child care and part-time work, but women who take on part-time jobs may 
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have jeopardized other chances for full-time jobs (Rossi, 1964). 
Sweet (1973) expounded on number of children and income status 
when he pointed out that there was an inverse relationship between 
educational and income level of the woman and the size of her family. 
He also found that both the number of children and the age of the 
youngest child were important factors affecting the woman's labor force 
participation. Cain (1966) and Bowen and Finegan (1969) also reported 
a strong relationship between child status and working. Ridley (1959) 
and Sobol (1963) also made similar findings. Women with over five 
children under the age of 18 were less likely to be employed than 
women with fewer of children. If there was substitute care available 
for the dependent persons that was perceived to be as good as that 
provided by the mother, there would be a positive influence on the 
likelihood of women's employment. The cost of this substitute care 
would have a differential impact on the level of family income and the 
likelihood of women being employed (Railings & Nye, 1979). 
Proposition 18: 
The degree of approval of women's 
reference groups and significant others 
positively influences the likelihood that 
they will be employed (Railings & Nye, 
1979, pp. 208-209). 
Skinner (Rogers & Skinner,1956) discussed the importance of the 
environment in shaping the behavior of people. Each person has 
reference groups (ethnic, community, religious) that reflect societal 
attitudes and may influence the woman's decision to be employed 
(Erskine, 1971). These reference groups or significant others may en­
courage or discourage the woman's decision to be employed—they are a 
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part of the environment of the woman (Parnes et al. 1975). Yet, women 
can also influence the reference groups and significant others. 
The degree of approval by reference groups or significant others 
can also relate to the acceptance of women not working and moreover, to 
the acceptance of public assistance payments. Rosenman (1977) stated 
that there are women heading families for which the psychic costs of 
applying for welfare and the stigma of being a welfare recipient made 
AFDC an unacceptable source of support. For some, work can fulfill an 
important social function over and above the economic aspects. 
Proposition 19: 
There is a negative relationship between 
family income (other than a woman's own income) 
and full-time employment of a woman. 
Restated, this might be as follows: the greater the financial 
need, the greater is the likelihood of maternal employment. Financial 
need can vary from a need to supplement family income to needed income 
for family survival. Family income can come from a variety of sources 
ranging fr.om earned income of one or both parents, children, public 
assistance payments, inheritances, or illegal income. Several studies 
show that the most frequent answer to direct questions on work 
motivation is financial, especially among working-class women (Sobol, 
1963; Lupri, 1969; Komarovsky, 1967; Haller & Rosenmayr,1971). 
According to Komarovsky (1967), author of Blue-Collar Marriage, the 
economic motive for taking a job is universally acknowledged, and yet 
it seems to be a cluster of motives. It may be because the blue-collar 
woman desires what money can buy as well as the sheer pride of earning 
money in her secondary-earner or primary-earner role. It can also be 
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a source of self-esteem and power. Many times the woman can feel en­
titled to more control over the expenditures when she contributes to 
earning the money. The desire to escape housework appears as a 
decisive motive for working in only a few cases. Other rewards of 
working include the enjoyment of social life on the job, the pleasures 
of workmanship, some relief from the constant association of young 
children, and a point of conversation with others. Schlesinger 
(1969) suggested that a common theme for women who become family heads 
by death of husband is construction of social relationships at work. 
Thus, the advantages of working outweigh the costs involved for some 
women. Sometimes the costs may involve factors such as feelings of 
guilt, friction with husband over the new role and how to spend the 
money, and the continued housekeeper role that means a drain of energy 
after work hours (Komarovsky, 1967). 
Policies may reflect whether sanctions are applied in cases of 
persons receiving public assistance who are physically able to work. 
When policies allow sanctions to be applied for women on public 
assistance, more financial need is created and thus, they may be more 
likely to take employment and perhaps have increased frustrations or 
seek other forms of financial assistance. 
The greater the financial need and less available the public 
assistance payments, the greater the likelihood of employment. Also, 
the greater the financial need and greater the degree of disapproval 
of reference groups and significant others toward the acceptance of 
public assistance, the greater the likelihood of employment. 
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A new marriage or the death or other loss of a spouse may cause 
a change in financial need. In cases of death of a spouse, there may 
be a sudden loss of income and no inheritances so that the changed 
financial need of the survivor may dictate either paid employment or 
seeking of public assistance payments. Marriage may bring in addi­
tional finances so that the woman may elect whether or not to work. 
As financial need increases, there is an increase in the 
positive relationship between the continuous-work career pattern and 
the level of employment of women. 
Proposition 20: 
The more continuous work there is in the career 
pattern, the greater the likelihood of employment 
of women. 
According to Richardson (1974), career patterns for women are 
more complex than for men. Too many times, developmental models of 
vocational maturity have tended to ignore the wife-mother-homemaking 
role of career patterns, and the fact that career patterns can change 
over a period of time due to a variety of factors. Three basic 
categories describe women's life-career patterns: 
(a) Continuous-work career patterns characterize women who place 
a high priority on the developmental tasks that are associated with 
exploration and establishment in the world of work. They may or may 
not marry (Richardson, 1974) and may combine career with any marriage 
so that the career becomes their life work (Super, 1957). 
(b) The work-oriented woman may work more or less continuously. 
She may let marriage or motherhood lead her to drop out of the work 
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force for a limited amount of time and may delay or limit her 
educational or occupational aspirations. It is sometimes regarded 
as a compromise solution between work and motherhood-wife roles 
(Richardson, 1974). Super (1957) called this pattern that of the 
conventional career or interrupted career in that the woman is com­
bining homemaking and work roles in varying patterns such as working, 
then taking time out for rearing children, and later returning to the 
labor force or working for a few years after a general education and 
then leaving the work force to become a full-time homemaker. Others 
may fluctuate between work and homemaking due to irregular economic 
conditions. 
(c) The homemaker places a high priority on the traditional 
homemaker role with little concern for exploration and establishment 
in the occupational world. Although she may hold a job, this sphere 
of her life has relatively low valence in comparison to 
marriage, child-bearing and child-rearing, and homemaking responsibi­
lities (Richardson, 1974). Super (1957) called this category one of 
the stable homemaking career with homemaking as its major activity. 
The woman has no other significant work experience. 
Super (1957) added one other subcategory to that of Richardson 
(1974)—the multiple trial career—in which the woman takes a 
succession of unrelated jobs with no stability or sense of a life's 
work. This person could continuously work, but be a "job-hopper" the 
majority of her life or she could combine her pattern of trial jobs 
with that of homemaking responsibilities. 
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The career pattern of the female seems to be influenced by many 
factors. Not only do sex-role attitudes developed during the 
socialization process seem to influence the career patterns of women, 
but also value systems relating to home, leisure, and work time seem 
to play an interacting part. 
Sex-role attitudes would relate to aspects such as those that 
state "woman's place is in the home or to rear her children or take 
care of her husband", or "man is the breadwinner and woman is to take 
care of house and children", or "if the female must work, then she 
needs to work in a female-appropriate occupation." Although factors 
such as those brought about by the women's movement have influenced 
American women, the traditional sex-role attitudes toward the 
homemaker role still prevail in the minds of many women. These 
attitudes can affect the career patterns of the women and even affect 
factors such as the willingness to explore nontraditional employment 
if she does decide to work. 
Proposition 21: 
The greater the value for work time and the 
less the value for leisure and home, the greater 
the likelihood of employment of women. 
Rosenman's studies (1977) of 275 women, 30 to 44 years of age, 
revealed that the labor force behavior of those women was strongly 
influenced by changes in their values toward time at home, leisure 
time, and toward time outside the home in employment (also known as 
market or work time). The main proposition had been that labor force 
participation would occur only when the value of time spent outside the 
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home in employment exceeded the value of time spent in the home and in 
leisure. Mincer's studies (1962) seemed in agreement with the 
outcomes of Rosenman's studies in that labor force participation 
decisions and hours per year actually worked were a function of the 
relative values of their employment and nonemployment time. 
Rosenman (1977) defined the value toward market time as being 
a function of the woman's personal characteristics (education, work 
experience, health, personality, etc.) and factors relating to the 
structure of the labor market (such as the occupation and industry of 
which she is a part). Having job training, being in good health, and 
not being black with low educational level positively influenced the 
value of market time. Racial issues were due to a lack of opportunity 
and discrimination. A sharp drop in income from factors such as 
death of a husband could increase the value of market time. Rosenman 
found that the loss of income was the strongest factor to impel the 
woman to work. Other factors that may increase the value of market 
time and reduce the value of home time are having older children to do 
household chores, either having no preschool children or having 
low-cost day care centers for the children, and having counseling and 
training programs to offer assistance in finding suitable employment. 
The value of leisure time and concomitantly, income from transfer 
payments (public assistance payments), had a negative effect on work 
and value of market time. Rosenman theorized that the existence of 
income-transfer programs of the nature of AFDC and Social Security 
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which pay women with dependents to stay home seems to give implicit 
recognition to the probability that home time,especially for mothers 
of young children, may exceed the value of market time. Transfer 
payments increased the value of leisure time by making payments 
unrelated to market input and reduced the labor supply, especially of 
those who typically earn low wages. Corresponding to her theory, 
Rosenman's results showed that women living in states which make very 
low AFDC payments work more than those living in more, generous states. 
Income maintenance programs characterized by high transfer payments 
and high effective tax rates on wages earned in the market drastically 
reduced the value toward market time. She further suggested that the 
availability of jobs, tax rates on transfer payments, and the like are 
more likely to have an impact on the labor supply of family heads who 
receive AFDC than the imposition of work requirements. Women are very 
responsive to the tax rates and guarantee levels of income transfer 
payments. Bowen and Finegan's data (1969) suggested that female heads 
of household decreased their labor supply by approximately 25-30 
percent for each $1000 increase in nonemployment income available to 
them. Garfinkel and Masters (1974) found that female heads of 
households reduced their labor supply by about 10 percent for each 
$1000 increase in tax rates on earned income. All of the factors 
relating to the availability of financial support without working 
full-time outside the home may influence the value of the market time 
for women especially those whose primary reason for working is 
financial. 
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Rosenman (1977) viewed the value of the woman's home time as more 
difficult to specify. Yet, it was related to traditional home pro­
ductivity measures such as home ownership (taking care of the home) 
and child-care responsibilities. Having preschool children increased 
the value of home time for some women. Family size may be indicative 
of the degree of commitment to market work as career in some cases. 
The value of leisure time was considered as a function of income 
and asset measures. The higher the income of the husband and the 
higher the capital assets (such as home ownership), the higher the 
woman's value of leisure time. Rosenman speculated that it may be 
due to the husband's demanding more leisure and wanting his wife to 
share it with him. The wife may feel less compulsion to work and 
more freedom to partake of leisure. Galbraith (1973) also found a 
negative relationship between husband's income and the probability 
of the wife's being employed. He suggested that the upper-income 
wives are less free to work because they have more household and 
social responsibilities. This is somewhat in contrast to new data 
reflected in the literature by Ryscavage (1979) which indicates that 
more wives are entering the labor force whose husbands have "above-
average" incomes, especially in part-time work. When regression 
analysis was used in the study and controlled for age, presence of 
small children, educational level of wives, etc., the relationship 
between husband's income and working wives remained negative. He 
stated that the relationship is less negative in current years com­
pared to past years. Oppenheimer (1970) stated that the relationship 
between husband's income and the probability of the wife working has 
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been declining over the last fifteen years and for some child-status 
groups, there is no longer a negative relationship. 
Proposition 22: 
The availability of quality employment-training 
programs with career counseling, skill training, and 
prevocational training (preskill) that are geared 
toward meeting the needs of participants and employers 
with concern for benefit to taxpayers positively 
influences the level of employment of women. 
A variety of employment-training programs is available in most 
areas across the US, ranging from CETA to special programs such as HRD 
to programs that are sponsored by combinations of agencies such as 
CETA, Vocational Rehabilitation, Employment Security Commission, WIN, 
and the like. These programs may vary in quality and offerings to the 
public. Some programs concentrate on removing barriers; others 
concentrate on skill training, job readiness to place persons on 
unsubsidized jobs, or simply, placement on subsidized jobs. 
The prevocational training programs usually concentrate on job 
readiness, adult basic education, or removing of barriers. Graduates 
of these prevocational training programs (such as HRD) can exit into 
subsidized jobs such as CETA's Adult Work Experience (AWE), Public 
Service Employment (PSE), or into unsubsidized jobs, or they can exit 
into short- or long-term skill training. Occasionally, persons may 
not be placed into a prevocational training program and may enter 
skill training or one of CETA's subsidized jobs such as AWE or PSE. 
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If the policymakers of these programs maintain an evaluative pose 
that views programs in terms of benefits to society, participant, and 
employer, the program can increase the number of women in unsubsidized 
jobs. Otherwise, programs may promote some women to gain CETA stipends 
from programs or work experience rather than enter unsubsidized jobs. 
This may be particularly true in programs that do not provide women 
with unsubsidized jobs in the primary job market or with skill 
training to gain access to the primary job market or in cases in which 
they would like to gain stipends just to finish high school. 
Proposition 23: 
The higher the employment competence evidenced 
by the group level on the hierarchy of work adjust­
ment, the more likely it is that the person will 
select and maintain employment. 
One way to view the problems of many lower-class adults involves 
the perspective of an environmental cultural deprivation of a work 
orientation which they need in order to attain and maintain employment. 
Many middle-class adults have experienced this prior to adulthood 
(Himes, 1964; Oetting et al., 1974; Oetting & Miller, 1977). These 
work-related cultural deprivations have both judgmental and realistic 
dimensions and influence the worker's acceptance and performance. 
When persons have been excluded from the work force and do not have 
models for successful work experience in the home, it leaves them 
without relevant work models, separated from the work ethos, and 
alienated from the work orientation which perpetuates the realistic 
and judgmental dimensions. 
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Many employment-training programs are geared to help participants in 
their work orientation. 
Although oversimplified, a conceptualization of a hierarchy of 
work adjustment that is needed for getting and maintaining employment 
can provide a base for understanding the cultural deprivation of a 
work orientation that is exemplified for some of the disadvantaged. 
Hierarchy of Work Adjustment; Acquisition. Work adjustment is 
not a single continuous variable for all persons but consists of a 
developmental hierarchy—a step-by-step progression. Success at one 
level builds upon the skills and attitudes of the preceding steps. 
Yet, Osborne (1980) cautioned against using the hierarchy in rigid 
fashion—a person's competence may be on one level or the person may 
have some competence on more than one level simultaneously. The 
hierarchy is only a guide. 
There are three basic groups and eleven levels within the hier­
archy. The first two groups—acquisition and maintenance—contain 
seven levels and are usually not attained very well or at all by the 
disadvantaged. The third group—upgrading—includes three levels and 
is usually not attained by the disadvantaged. Figure 5 reflects the 
conceptualization of the hierarchy of work adjustment. 
The first group (acquisition) is composed of levels I-III and is 
primarily concerned with aspects ranging from work orientation and 
career decisions to job-getting skills. 
Level I of the acquisition group (A) focuses on the values of 
work and on the issues of "why work?," self-concept, and self-awareness 
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Figure 5. The Hierarachy of Work Adjustment (Oetting et al.,1974, p.29) 
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The successful outcome is that the person intends to seek legitimate 
work. It involves work-role identification with the following 
dimensions: The person sees work as valuable and wants to work, 
expects work to be rewarding, has an identity that includes self-
perception as a worker, and has a perception of social surroundings 
that includes an expectancy to work (Oetting et al., 1974; Oetting & 
Miller, 1977). 
Some studies have been interpreted to reflect that the dis­
advantaged have the same work values as the nondisadvantaged. Goodwin 
(1972) stated that there are no differences between poor and nonpoor 
when it comes to life goals and wanting to work. Although Goodwin and 
other studies may show some similarity between the disadvantaged and 
nondisadvantaged when asked whether they would like to work and what 
they want to get out of work, they may represent a limited view of 
work attitudes. 
While some studies find no differences in work values, others 
find meaningful differences. Goodale (1973) reported that financial 
pressures on minority workers are so great that the immediate need of 
money prevents them from being interested in the intrinsic rewards of 
work, in taking pride in work, and in having an interest in getting a 
job where a promotion is possible. Oetting et al. (1974) presented a 
slightly different view when they stated that some disadvantaged are 
interested in working, but only at the types of jobs they desire. 
Many have worked at jobs that have short-term benefits; they have not 
focused on positive self-esteem and pride in work. Some disadvantaged 
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perceive work as punishing. These may have other means of support 
and therefore work is not as attractive to them. Also, there exists a 
small but significant group of disadvantaged who do not identify in 
any way with those who work in a formal sense. Using alternate means 
of support, they may be street people, hustlers, whores, or in the 
criminal or drug world. They have found greater incentives in the 
illegal market than work in the formal labor market and may have what 
amounts to a successful adaptation to their own environment. Usually 
research studies miss this population entirely. 
Level II of Group A focuses on career exploration, career 
decision-making, and job readiness. The successful outcome is that 
the person applies for work. It involves knowledge of interests, 
abilities, values, and kinds of work opportunities so that the person 
can decide on an appropriate career. 
Level III of Group A focuses on job acquisition skills, the 
hidden job market, and other job-hunting strategies. It includes 
knowledge of job opportunities, means of contacting employers, 
effective interviewing, and completion of job application forms. The 
successful outcome is that the person seeks and obtains a job. 
Hierarchy of Work Adjustment: Maintenance. The second group (B), 
maintenance, has its primary focus on keeping the job once the 
disadvantaged person attains it. Levels IV through VII are included 
in this group. 
Level IV of Group B focuses on conformance and adaptation. The 
successful outcome is that the person is not terminated and does not 
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quit in the first few days on the job. ' It discussed conformity to the 
requirements of attendance and handling attendance problems when 
attendance is not possible, issues of punctuality, appropriate dress, 
hygiene, language, safety, and the absence of drug and alcohol abuse. 
It also includes the attitude requirements of dealing with anxiety of 
a new job, and getting along with supervisor and co-workers even if 
there is an "initation." Training the disadvantaged to progress 
through the level covers the areas of employer-employee expectations, 
rewards of punctuality and good attendance, role-play of job 
situations, and handling stress and anger on the job. 
Level V of Group B involves entry-level performance such as 
following directions, attending to the job, and askin appropriate 
questions. The successful outcome is that the person is still 
employed beyond the usual probationary period. It presents the 
attributes of working steadily, listening to directions, asking 
appropriate questions, and obtaining clarification of job 
responsibilities as needed. 
Level VI of Group B involves interpersonal relations within the 
job environment. The successful outcome is that the person attains 
long-term employment. It covers the need to be pleasant, comfortable, 
supportive, and to be able to communicate effectively with others. To 
a degree, these factors may take care of themselves the longer the 
term of employment. 
Level VII is concerned with job performance and satisfaction. The 
successful outcome is that the person attains permanent employment 
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except for job changes. It considers the employee's becoming a highly 
valued employee, working independently without supervision, taking 
initiative, and being able to make decisions. 
Hierarchy of Work Adjustment (Upgrading). The third group (C) 
of the hierarchy of work adjustment, upgrading, is usually beyond the 
scope of many disadvantaged unless they gain help from the two 
previous groups to overcome cultural deprivations. The focus on this 
group is on promotions. The three levels within the third group 
include the following: 
Level VIII: Orientation for change has as its outcome that the 
person is motivated to see improvement. 
Level IX: Advancement readiness has as its outcome that the 
person applies for promotion. 
Level X: Job or promotion getting has as its outcome that the 
person gets the promotion or better job. 
Level XI: High level job maintenance has as its outcome personal 
satisfaction in the new job. 
No further description is made of these levels within Group C 
since the major populations of disadvantaged are considered to be in 
Groups A and B. 
Proposition 24: 
The greater the number and degree of 
significant barriers confronting the 
disadvantaged woman, the less likely she 
is to select and maintain employment. 
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Barriers to employment are the conditions or situations that 
directly affect a person's training for and maintaining of employment. 
Zimpel (1971), Morse (1968), Corbett (1973), Oetting et al. 
(1974b), Shlensky (1972), and others have studied and listed many of 
the barriers of the disadvantaged. Such barriers can include 
transportation problems, financial and legal problems, lack of 
adequate child-care arrangements, police arrest records, drug or 
alcohol abuse, lack of marketable skills and experience, lack of 
access to job informaton, physical and psychological disorders, 
insufficient education, personality factors such as low self-esteem, 
and poor communication skills. These kinds of barriers can exist for 
anyone, not just the disadvantaged, but the disadvantaged are 
particularly limited because they often have several barriers 
simultaneously and lack adequate resources to overcome them. In one 
group of studies (Oetting et al., 1974a), overall results indicated 
that more than 60 percent of the disadvantaged sample had one or more 
barriers. Some of the barriers can influence getting a job and some 
can effect the ability to maintain a job. Unless the barriers to 
employment are overcome, they may create employment problems 
irrespective of the work environment. 
Job Tenure Variables Affecting the Level of Employment 
This concludes the section of the formative model (see Figure 1) 
that deals with the effects of the prejob variables (macrolevel and 
microlevel) on level of employment success for women on unsubsidized 
jobs. The second category of variables within the formative model in 
Figure 1, employment effects, was recognized as important, was kept 
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intact as Railings and Nye (1979, pp. 209-220) presented them and 
was not reproduced for this dissertation. The third category 
of variables within the formative model in Figure 1 deals with the 
aspect of factors other than prejob (category one of the model) that 
influence the level of employment of women. Spitze (1979) stated that 
work-related attitudes were determined by structural or situational 
factors rather than just the traits of the women. The woman and the 
work environment and the interaction of the two affects the level of 
employment, especially the portion that relates to job tenure and 
orderliness of job transitions, if any. 
There were two levels, microlevel and macrolevel, within this 
third category of variables affecting level of employment within the 
formative model (see Figure 6). Variables within category three were 
primarily concerned with factors existing after beginning employment 
and related primarily to maintaining employment. Variables from 
this category are extremely important as placement into a job is only 
the initial phase of employment. Too many times, employment-training 
programs have viewed employment only from the perspective of placement 
into a job and have not considered the length of stay on the job and 
any transitions in employment. Fish (1978) and others have shown much 
labor movement among the disadvantaged and the importance of looking 
past the initial stage of job placement. 
Super (1957) discussed the need to look at jobs and the 
transitions between jobs rather than one-time job choice only. Life 
is dynamic and people may change or terminate jobs at various points 











Figure 6. Category Three of Variables Affecting the 
Level of Employment of Women—(Job Tenure Variables) 
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Wilensky (1961) stated the need to look at job changes 
(transitions) and described degrees of orderliness of job transitions. 
These referred to factors of progression, horizontally or 
vertically, from job to job with an arrangement of a hierarchy of 
prestige. Disorderliness of transitions referred to the factors of 
nonprogression, vertically or horizontally, so that jobs were neither 
functionally nor hierarchically ordered. 
Therefore, recognizing the importance of viewing job tenure 
variables, the discussion proceeds to one dealing with the microlevel 
aspects of job tenure. 
According to Davidson and Krackhardt (1975), there are two views 
of the causes of "hard-core" poverty: (a) personal or cultural ones 
and (b) situational. Usually, employment-training programs such as 
CETA have looked at the personal view and seen the problems of the 
disadvantaged as trait-centered, and worked on changing the 
participant's traits rather than the work environment or interaction 
of the participant's traits and the work environment. 
Liebow (1967) represented the view of the situationists in that 
he saw the problems of the poor as being caused by inequities in 
opportunity. The basic personalities and value systems of the ]5oor 
are like those of the middle-class but the poor have developed 
alternative values in order to adjust to their present situational 
pressures. LoCascio (1980) expanded on these views by stating that 
the changes needed for the disadvantaged were in the work setting and 
not in the traits of the people. He disagreed with the approach of 
Oetting et al. (1974a) and Oetting (1977) in trying to change the 
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disadvantaged person's individual work adjustment. Employers needed 
to change the work environments—the situations of the jobs, benefits, 
and supervision. 
Davidson and Krackhardt (1975) designed a study of the factors 
of personality versus situation. Their study of job behaviors of 51 
disadvantaged persons supported the situationalist point of view, but 
was also cognizant of individual characteristics. The individual and 
the work environment are both important in the study of work behavior. 
They cautioned agencies to be more cognizant of the adaptive nature of 
the disadvantaged instead of implying that the psychological traits of 
the disadvantaged person are independent variables that alone can 
cause employment success or failure. They cautioned employers to be 
more cognizant of the importance of the work environment and to be 
more aware of factors such as supportive, people-oriented supervisors 
who model job-keeping behaviors, benefits, job security, and the like. 
The work environment has social as well as techno-economic aspects. 
Proposition 25: 
The greater the level of individual 
work adjustment (employer-employee mutual 
satisfaction), the greater the likelihood 
of maintaining employment or making orderly 
employment transitions (see Figure 7). 
Oetting et al. (1974a) reported on the problems employers have 
in retaining many disadvantaged employees. Their studies showed that 
many employers lack a knowledge of interaction between employees and 




(Employer-Employee Mutual Satisfaction) 
Individual Work Adjustment 
Figure 7. Microlevel Variables Affecting Level of Employment 
(Category Three in Formative Model) 
plan and execute successful corrective action to lessen the problems 
of conformance and labor turnover. 
Although job retention and employee productivity are complex 
problems, especially among disadvantaged employees/ and the answers 
are probably complex ones, there must be a beginning. Several 
authors expressed their views toward that beginning by stating a 
theory of work adjustment. 
According to Dawis et al. (1968) and Dunn et al. (1973), job 
tenure is the length of time a person remains on the job and is 
a primary indicator of an individual's work adjustment. Work 
adjustment involves the correspondence of the individual fulfilling 
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individual fulfilling the requirements of the work environment and 
being reinforced for that fulfillment (thus producing employer 
satisfaction) and involves the work environment fulfilling the 
needs and requirements of the individual (thus producing individual 
satisfaction). Figure 8 represents a diagramming of the basic 
concepts of the theory of individual work adjustment. 
Individual Job 
Satisfaction 







Figure 8. Theory of Individual Work Adjustment 
(Adapted from Dunn et al., 1973) 
Employer Satisfaction. When the individual performs the job 
as is expected so that the abilities correspond to the ability 
requirements, the employer may perceive the worker as satisfactory 
and retain him or her. Dunn et al. (1973) expanded the theory 
by suggesting a process of satisfactoriness (employer satisfaction) 
as shown in Figure 9. 
The figure illustrates three stages of satisfactoriness: (a) an 
initial job satisfactoriness; (b) training by the employer to increase 
the abilities of the worker; and (c) a stage in which newly trained 
abilities are matched to ability requirements. Employers would 
vary in the degree of training they would provide for employees and 

































Figure 9. Process of Developing Job Satisfactoriness (Dunn et al., 1973, p. 8) »vl 10 
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The final outcome of the process would be the decision to retain or 
terminate the employee. Retaining the employee would result in job 
tenure. 
Employee Satisfaction. When the rewards provided by the job are 
those that the worker prefers (reinforcers of job correspond with the 
needs of the individual), the worker may perceive the job as satisfying 
and may remain on the job—there is employee satisfaction. Dunn et al. 
(1973) again illuminated the subject as reflected in Figure 10. 
Again, there were three stages proposed to develop final 
employee satisfaction: (a) a stage of initial job satisfaction; 
(b) a change of needs and/or reinforcers; and (c) a stage in which 
changed needs and/or reinforcers are meshed to form the final degree 
of individual job satisfaction. This would determine if the worker 
decided to remain on the job or terminate it. It is assumed that the 
higher the satisfaction of the individual, the more likely he or she 
is to remain on the job. 
It is interesting to note the characteristics of the 
disadvantaged workers within a study of a company reported by Quinn 
et al. (1980). Of those with high turnover, a greater percentage 
were unmarried, did not have to pay most of the household bills where 
they lived, and had been out of work more than twice a year in the last 
two years prior to joining the company, were under 21 years of age, 
did not regard their jobs as "pretty good," stated more difficulties 
in job aspects such as being moved from station to station, and 
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Figure 10. Process of Developing Job Satisfaction (Dunn et al., 1973, p. 10) 
CD 
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Quinn et al. (1974) reviewed major research in the area of job 
satisfaction over the period of the previous 40 years and found that: 
(a) there was no widespread, drastic decline in job satisfaction; 
(b) job satisfaction is typically lower among blacks and other 
minority groups than whites; (c) younger workers tend to be less 
satisfied with their jobs than older workers (but this had been so 
for at least the previous 15 years); (d) professionals, technicians, 
managers, officials, and proprietors registered the highest levels 
of job satisfaction and operatives and nonfarm laborers registered 
the lowest levels of job satisfaction; nondomestic service workers 
and clerical workers were among those who were relatively dissatisfied; 
(e) although women were about as content with their jobs as men 
were, women workers with one or more children under six years of age 
in their households were the least satisfied of the groups of men or 
other women workers; and (f) workers without a college degree 
reflected little relationship between educational level and job 
satisfaction. For those with some college, but no degree, low levels 
of satisfaction were registered. 
Quinn et al. (1974) further concluded that there was a difference 
between blue-collar and white-collar workers in the individual 
facets of the job which were of greatest importance to them. Most 
workers in a national sample gave high ratings to the challenge of 
the job and availability of resources needed for the job, and lower 
ratings to financial rewards and comfort factors. However, blue-
collar workers tended to consider financial rewards as more 
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significant than the challenge to the job. Women workers seemed to 
be more interested in comfort than men. 
Job Tenure: Macrolevel Variables 
Many of the variables included in categories one and two of 
the formative model (see Figure 1) are also appropriate in category 
three as influencers of the macrolevel of job tenure variables 
affecting the level of employment of women. For example, the 
attitude of significant others is not only important in predicting 
the possibility of a woman's entering employment, but also can 
influence whether she stays on that job. The attitude of significant 
others can influence the woman's perception of the work ethic, her 
receiving of public assistance payments, definition of a "good" job, 
job tenure, rights as an employee, vote toward or against unions, and 
the like. 
The incentives that the welfare system offers in comparison to 
the work environment, the availability of CETA programs and their 
low-level, white-collar, temporary jobs (lasting as long as 18 months 
at times), the availability of scholarships for college, factors such 
as whether sanctions in the welfare system are applied or if the 
system is changed, the presence of unions, discrimination, the 
state of the economy (recession, depression, full-employment), the 
availability of prevocational or skill training for employment—all 
are macrolevel variables that can influence the prediction of a 
woman's taking a job, her job tenure, and the orderliness of any job 
changes she might make. 
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Another large area of variables affecting job tenure of 
women concerns the importance that employers give to retaining 
employees. Zimple (1970; 1971) asserted the importance of a 
commitment from employers to hiring, training, and keeping 
employees as the employer ultimately benefits from these 
efforts. Several authors (Hodgson & Brenner, 1968; Purcell & 
Webster, 1969; America, 1969; Cervantes, 1967; and Garrity, 1968) 
also discussed the importance of industry becoming committed to 
helping the disadvantaged succeed in their employment. They 
recognized that it takes the commitment of business, government, 
administration, and ghetto leaders to create and implement effective 
long-term solutions to one of the nation's domestic problems—dealing 
with the employment of the disadvantaged. Purcell and Webster (1969) 
stated that Westinghouse had a 90-95 percent retention rate in their 
system for employment of the disadvantaged due to factors such as 
strong commitment at all levels of management to make the program 
work— i.e., giving the disadvantaged good jobs at good pay where they 
would be accepted as fellow employees, devising a sensitive program 
of training for trainees, careful screening of the disadvantaged (but 
including some high risks), and "giving a caring message" to the 
employees. Lockheed had some success with the hiring of the 
disadvantaged by presenting orientations to employment for particular 
jobs, giving them recognition, placing them into jobs with advancement 
possibilities, and giving much counseling on financial, family, and 
vocational problems that might interfere with working. This company 
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tended to hire the head of household as the dropout rate was less for 
head of household. They suggested that the training costs ($135-770 
per person) had benefits beyond employment: reduced social tensions, 
benefit on lives rebuilt and more productivity from all aspects of 
society (Hodgson & Brenner, 1968). Cervantes (1967) suggested that 
helping the disadvantaged might be good for industry as well as 
helping to prevent social disruptions such as riots. He cited one 
area in which riots had taken place as being one of much unemployment 
where people were not even registered on the unemployment lists. 
Quinn et al. (1980) noted the lack of adequate studies 
and that many studies had been initiated by business perhaps as a 
means of providing good public relations rather than long-term impact 
on the disadvantaged. He proposed the utilization of comparable 
control groups for studying the impact of job-training programs and 
the like. 
Quinn et al. (1980) also reported on a study within industry 
dealing with the "hard-core" disadvantaged. One company gave a 
special priority to hiring the disadvantaged and placing them in 
highly-paid jobs, but this change was short-lived. Despite the 
attractive pay, turnover was high among these untrained disadvantaged 
workers. Forty-two percent left the company within the first six 
weeks. All of the employees, those who left and those who stayed, 
were later interviewed. Twice as many people left who believed that 
their jobs were not "pretty good" as those who believed that their 
jobs were "pretty good." Other factors that were statistically 
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significant as measures associated with turnover involved either the 
characteristic of the worker's job, the supervision received, or the 
personnel and background characteristics of the person. One factor 
singled out as a major cause of turnover involved poor working 
conditions—characteristics of the worker's job and of the supervisor. 
Yet, it appeared that many others succeeded in adapting no matter how 
poor the working conditions. Successful adaptation for these 
presupposes some consistency in the conditions. The unsuccessful 
disadvantaged employees were untrained and inexperienced in coping 
with these working conditions. It seemed to point out the need for 
preemployment training. Quinh further interjected that the last 
decade had brought to the community a "new breed" of recruited worker 
who was far less tolerant of poor working conditions than were 
workers from previous years. 
Confronted with the possibility that 
they would have to work on these entry-level 
jobs for an indefinite period of time, new 
recruits were increasingly less ready to ask, 
'How can I adapt to it?' and more ready to 
ask, 'Why the hell should I put up with it?' 
(Quinn et al., 1980, p. 6). 
The same industry that had stated a need for preemployment 
training decided to randomly place new recruits into vestibule 
training and compare results with new recruits who had no training. 
Instructors with the training provided role models by being of 
the same race as the subjects. Sixty-eight percent of those who 
completed the training program stayed on their jobs for six weeks, but 
58 percent of those without training stayed on their jobs for six 
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weeks; therefore, the results of training were not significant. 
In speculating on improvements for the course, comments ranged from a 
need for a better evaluation system to having unrealistic training 
objectives. Many of the training staff seemed to hope to undo 
psychological patterns of a lifetime within a few weeks. Yet, the 
training could not undo immutable properties of the worker's 
background nor change the characteristics of the worker's job. 
Management of the company had wanted to attribute the turnover to 
shortcomings of the workers rather than any shortcomings of the 
company. The employee-training program was instituted to help the 
employees adapt to the environment that management had created. Quinn 
stated that the training program might have been more successful had 
it been instituted in a company where the entry-level jobs were of 
higher quality. If the quality of the jobs were low (monotonous, 
physically exhausting, dangerous, or low-paid), it could undermine any 
of the benefits resulting from training. 
Training can, therefore, be a misdirection 
of energy when it assumes that the trainee alone 
rather than the job situation should always be 
target for change in order to reduce turnover— 
an assumption not supported by the findings of 
the present study. When high turnover is 
predominantly a result of barely tolerable 
working conditions, change must be directed 
toward elimination of these conditions rather 
than toward modification of those who are 
victimized by them (Quinn et al.,1980, p.13). 
Choice and Exchange Theory 
Proposition 8 (located within the prejob variables affecting 
employment at the microlevel) referred to the choice and exchange 
theory. A presentation of the basics of the theory follows. 
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Often mini-theories about the family are developed and are 
largely unrelated to each other. According to Nye (1980), some 
of these mini-theories can be restated and placed in the overall 
theory choice and exchange. The heritage of choice and exchange 
theory is very broad, is multidisciplinary in its ideas, and can 
encompass and interface with many other theories. The gains from 
placing other theories under the overall theory of choice and 
exchange involve parsimony, furthur extension of the general theory, 
extension and refinement of the mini-theories, and an increase in the 
explanatory power of the more limited theories. Therefore, many 
theories could be viewed as special instances of choice and 
exchange. 
Basic Concepts 
Within the normtive prescriptions and proscriptions of society, 
the individual, small group, or large group makes choices and 
exchanges through varying perceptual viewpoints. Face-to-face 
interaction based on a complex application of its concepts is only a 
small part of the general theory of choice. When moving from that 
elementary social behavior to choices in normative contexts, a time 
dimension is added so as to give a depth of history and future to 
decisions. Thus, norms and their sanctions become sources of costs 
and rewards. Although individuals are discrete, they are also members 
of a number of groups. Therefore, the individual's choices may affect 
the groups and groups may respond with rewards, sanctions, and/or 
expulsion of the individual from the group (Heath, 1976). 
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There are several basic assumptions, implicit and explicit, 
made in the literature concerning the nature of humans and their 
relationship. Essentially these assumptions state that humans are 
capable of making choices and that their choices are based on short-
and long-term profit. Even though humans are rational human beings 
and can make choices, this does not mean that their choices are 
always well informed. Yet, since they are actors and reactors, they 
can make decisions and initiate action rather than having them 
predetermined by the culture (Nye, 1980). 
According to the basic theories of Thibaut and Kelley (1959), 
Homans (1961), Blau (1964), and Heath (1976), humans make infinite 
numbers of choices so as to reduce cost, maximize rewards for the 
most profit or least losses. 
Nye (1980) stated that the most general proposition of the 
choice and exchange theory was that humans seek rewards (things 
wanted) and avoid costs (things preferred to avoid) to achieve 
the most profitable or least unprofitable outcome. If short-term 
outcomes are constant, humans seek the most profitable long-range 
outcomes. For a more complete summary of the basic propositions and 
assumptions involved in choice and exchange theory, see Nye (1980) 
pages 480-482 and Nye (1979) pages 7 and 8. 
Rewards. Rewards may be pleasures, satisfactions, gratifications. 
Thibaut and Kelley (1959) include statuses, interactions, relation­
ships, feelings that provide gratifications, and things that are 
physical, social or psychological that humans choose in the absence 
of added costs (Nye, 1979). Homans (1961) added social approval as 
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an important of exchanges. Social approval might involve gratitude 
for services, love, respect, prestige, admiration and the like. 
Costs. Costs include punishments (dislikes) and rewards foregone. 
Punishments (or dislikes) may range from physical characteristics such 
as extreme isolation or temperature extremes to being in positions of 
powerlessness or social avoidance or situations involving uncertainty 
or ambiguity. Uncertainty concerning the extent and nature of 
rewards and costs can create anxiety and unpredictability when 
consideration of alternatives might be made; thus, these costs may 
operate to retain the person or group in current status or 
relationship when they might otherwise move into a new situation 
with perhaps greater rewards. Persons may have problems preparing 
for the events they cannot anticipate (Nye, 1979). Osborne (1980) 
described these costs as emotional blocks. Blocks may be uncertainty, 
anxiety or fear and may hinder or prevent movement to other 
alternatives. Rewards foregone involve rewards, relationships and 
feelings that are no longer attainable due to a competing 
alternative being chosen. 
Comparisons. All exchange approaches are actually a cost-benefit 
analysis means of viewing relations although they may differ in some 
assumptions and detail (Sholnick, 1973). 
A person or group may compare the costs to rewards so as to 
maximize profits or minimize losses and thus obtain the most 
favorable outcome available (Nye, 1979). Since different persons 
have different perceptions, the person may make a decision on the 
basis of greatest anticipated profit or least loss and yet, since 
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outcomes cannot be accurately predicted, the actual outcome may be 
less favorable than anticipated or less than an alternative may have 
been. People compare themselves in a given relationship, milieu or 
position to those alternatives. Not only are there varying perceptions 
of the same alternatives with different people, but there are also 
different levels of decision-making ranging from those with almost 
impulse-type reaction to those with much weighing of alternatives and 
consequences in order to make informed decisions based on value 
systems. 
Nye (1979) stated that persons may look at effect on future 
outcomes and be willing to endure relationships, positions, and 
occupations that have poor present outcomes if they provide the basis 
for the profitable future or choices that seem to promise immediate 
rewards may be foregone because they may endange relationships and 
positions likely to be profitable over a period of years. Since 
people are not entirely disparate entities but are parts of groups, a 
person may forego a profitable alternative because it would make a 
great loss for other group members. 
Reciprocity. The norm of reciprocity is part of the concept for 
social exchange in that social life depends upon reciprocity to some 
extent. Gouldner (1960) stated that there were two dimensions of 
exchange involving reciprocity: People need to help those who help 
them and they should not injure those who have helped them. The 
concept of reciprocity fits in interpersonal transactions and 
provides the basis for exchanges over time that may involve return 
of services. Levi-Strauss (1969) described a more generalized 
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reciprocity that required that people help those who may need the 
type of help they may need for themselves in the future. This is not 
just true for two-person interactions, but also for societies. For 
example: people pay taxes to the government for which they expect 
explicit returns. 
Socialization informs individuals that they should reciprocate 
in generalized exchanges. Specialized mechanisms of enforcement of 
exchanges such as police, courts, and prisons are needed to provide 
costs for noncompliance with norms of generalized exchange. Norms 
act to place pressure on persons. Neighbors, relatives, and others 
may censure to pressure compliance. 
Typology of Exchanges 
Burns (1973) presented a typology of four exchanges: (a) the 
ideal type market place in which each participant tries to get as 
much for as little with little concern for outcomes of another; (b) 
a relationship of continued, limited exchange in which each person 
still wishes to maximize the profits involved, but profit over the 
long-time span, rather than concern over maximizing profit in any one 
interaction; (c) friendship groups in which a person rewards a friend 
because of the friendship itself being rewarding: it may provide 
pleasure and security over a period of time, although it is expected 
that the friend will eventually reward the friend; and (d) exchanges 
of costs or punishment. 
Interactionism and Behaviorism 
Other theories such as interactionist (perceptual or self-theory) 
and behaviorism interct with each other and can be explained as a 
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part of the choice and exchange theory. All choices and exchanges 
involve perceptions of persons or groups and the basic parts of the 
behaviorism and some facets of the interfacing of interactionism 
and behaviorism. (A person is discrete and yet is part of the 
surroundings. Each person perceives differently from other persons 
parts of the environment and the choices and exchanges involved.) 
Burr et al. (1979) stated that perceptual and self-theories 
were really parts of the interactionism theory. Combs et al. (1978) 
stated that because the perceptual and self-theories were much the 
same, the titles could be interchanged. 
Avila, Combs, and Purkey (1977) stated the need to show the 
important contribution that both the perceptual theory and 
behaviorism make to psychology and education. To view them as 
mutually exclusive and antagonistic is misleading and fruitless. 
Even though there are some differences between the two theories, 
there is the recognition that both approaches are parts of a single 
continuum in the complex processes of unerstanding people and 
influencing their behavior. 
Interactionism. "Human behavior is always a product of how 
people see themselves and the situations they are involved in" (Combs 
et al., 1978, p. 15). All behavior is a function of the subjective 
perceptions of situations that exist for each individual at the time 
of behavior. Nothing is as highly personal as perceiving things in 
relation to the self which consists of all attitudes, beliefs, and 
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opinions which the individual believes to be true. Self-concept 
includes those aspects of the perceptual field referring to "I" or 
"me" (Purkey, 1980). It is the organization of perception about the 
self that seems to the individual to be who he or she is (Combs et 
al., 1978). 
The following are some of the basic assumptions on self-theory 
or perceptual theory: (a) Although perceptions are what is called 
"reality," humans are limited in what can be perceived and perceive 
only what is relevant to their purposes. Perceptions affect choices 
made, (b) What is chosen to perceive is based on past experiences, 
(c) Behavior is determined by perceptions of humans, not by "reality." 
Behaviorism. Although the perceptualist would discuss the inner 
world of the person as having significant impact on behavior, the 
behaviorist would discuss the external environmental stimuli and 
collections of reinforcements. Thus, if change were desired, the 
behaviorist would discuss changing environments rather than changing 
perceptions. 
Skinner (representing behaviorism) and Rogers (representing 
self-theory) agreed that humans have certain inheritances. Rogers 
stated that there is an inherent tendency for the organism to 
enhance itself, a forward-moving tendency, and the person may 
gradually become more mature over time, and more differentiated. 
Skinner stated that there is a genetic endowment and some 
idiosyncratic features, but from then on, human behavior is a 
repertoire of contingencies or reinforcements. There are some things 
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that happen at times that could reflect the inner workings of humans, 
but almost always they are associated with an environmental factor. 
For example, hunger is associated with the deprivation of food. In 
order to study the behavior directly, look at the environment which 
caused that behavior. 
Rogers agreed with environmental influences but with slight 
differences. An environment can be created which would allow persons 
to help themselves and help assimilate their own self-structures. If 
one could see the difference between progressive and regressive ways, 
he or she would choose to grow. Behaviorists could set up situations 
full of positive contingencies of reinforcement so that a person has 
an excellent chance of success. It is speculated that when a person 
begins to experience success, he or she may also change feelings 
about self, perceptions of the world, and others. The processes of 
behaviorism could be used to build autonomy in a person, facilitate 
freedom, and strengthen the self-image (Rogers & Skinner, 1956). 
Combs et al. (1978) and Purkey (1980) believe that the psychological 
future lies in the unification of these two theories, not in 
continued conflict. 
Choice and exchange theory incorporates an emphasis on 
perceptual viewpoint (self-theory) for making a choice or exchange 
and recognizes the importance of environmental factors (behaviorism) 
which influence perceptions. 
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Heterogeneity of Disadvantaged 
Franklin (1972) stated the importance of recognizing differing 
populations and subsamples within the disadvantaged population. 
Populations may differ in school and job experience, marginality 
in the labor force, and personal characteristics, and they may 
require varying approaches, varying types and amounts of supportive 
services, and perhaps, different' enrollee-staff ratios. Ervin and 
Herring's (1975) findings suggested that a fuller recognition of 
individual differences among the disadvantaged is needed. By knowing 
these differences, program resources might be allotted to meet more 
adequately the needs of varying groups. Super (1957) discussed 
the varied career patterns among all peoples. Ericksen (1976), 
Klausner (1978), and Johnson and Reed (1975) reported studies which 
reflected varying work patterns and labor force movements among 
people, especially the disadvantaged. Fish (1978) and Franklin (1972) 
warned policymakers and practitioners to recognize that the 
disadvantaged are varied in backgrounds, income amounts, time on and 
off welfare, educational levels, self-concepts, number of barriers to 
employment, and the like. This heterogeneity of the economically 
disadvantaged could affect the means for implementation and the out­
comes of programs. It is also important to recognize varying defini­
tions of the terms, disadvantaged and poverty (see Research Note 1). 
Classification Schemes for Disadvantaged, Especially for AFDC 
Fish (1978), Franklin (1972), and Ervin and Herring (1975) 
discussed classification systems for the disadvantaged. Many persons 
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assume that welfare recipients are a homogeneous group; Fish (1978) 
stated the contrary. She examined the process whereby welfare 
recipients moved into the ranks of the employed and the extent to 
which this was accomplished as a result of participation in employment-
training programs. Persons on welfare, especially those on AFDC, fell 
into three basic groups and the groupings revealed different needs 
accordingly. 
Group one: About 10 percent of those on welfare were there most 
of their working years. These persons may be the ones who need the 
entire gamut of employment and training services. 
Group two: About 40 percent of those on welfare were those 
who fluctuated between low-income employment and welfare. These 
low-waged earners who were alternatively on and off welfare needed 
programs to increase their wage level and increase the number of 
hours worked. 
Group three: About 50 percent of those on welfare were there 
temporarily due to bad luck and circumstances. Those who were 
temporarily down on their luck needed help in speeding their economic 
recovery. 
All participants needed help in setting clear and achievable 
goals. Those AFDC mothers with recent work experience and with the 
highest educational level left welfare more readily than did the other 
women. 
Franklin (1972) stated that AFDC persons should be screened and 
placed into four categories: 
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(a) fully employable without health problems, with good work 
experience, and at least a high school education; 
(b) not fully employable, fair but intermittent work experience, 
and few or no job skills; 
(c) chronically underemployed or unemployed, with deficient 
education (less than 9th grade), intermittent or no employment 
history, and no skills; 
(d) physically incapacitated or psychiatrically disabled, 
chronically unemployable. These persons probably belong in programs 
for the disabled or in vocational rehabilitation. 
Ervin and Herring (1975) discussed the heterogeneity of the 
disadvantaged population and classified them as most stable, least 
stable, and those whose instability was so chronic and tragic no 
manpower program had been devised to meet their needs. 
Ervin and Herring also discussed the results from their studies 
of 1441 disadvantaged adults living in seven states by dividing them 
into persons who completed job entry (took a job) and noncompleters 
(did not take a job). There were two categories of noncompleters: 
those who failed or refused to cooperate with job-entry programs, 
and those who terminated programs with good cause such as health 
problems. Noncompleters comprised over 46 percent of the total 
sample. Ervin and Herring further categorized the disadvantaged into 
groups based on the number of problems and barriers possessed. The 
more problems and barriers, the more need for services and smaller 
staff-participant ratios. 
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Hausman's (1969) studies revealed a further elaboration of 
heterogeneity of AFDC mothers. About two-thirds of the women studied 
were of such low educational level and occupational category that they 
would not be self-sufficient in a job they could attain, considering 
their family size. 
Implications of Heterogeneity 
Results from Franklin's studies (1972) showed that many times 
disadvantaged enrollees felt forced into job goals they did not want 
and were not able to provide their own clear job goals. Job goals 
tended to effect attendance in training programs. If the job goals 
were perceived by the enrollee as "better" than the earlier "best 
job," they were more likely to remain in the training program. 
Enrollees with less positive experience in the labor market had 
worked less, earned less, and had been on public assistance longer. 
Enrollees who intended to leave AFDC to take a job if one could be 
found were those with more positive experience in the labor force. 
They had worked longer, earned more, and had been on public assistance 
less time. If the enrollee yielded a net income from a job that was 
less than received on welfare and associated in-kind payments, the 
person could not be expected to take the job with any enthusiasm and 
might terminate a job without good cause. Those who were most 
frustrated with employment-training programs stated that the worst 
aspect was the inability to offer job goals as a necessary employment 
preparation to lead them to economic self-sufficiency. 
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Fish (1978) agreed with the statements of economic self-
sufficiency of Franklin (1972) when she concluded that the reason 
people are on welfare is that their earnings cannot sufficiently 
support all members of their households. Families who remain on 
welfare may have made economic comparisons between income received 
and associated in-kind payments (and associated security) on 
welfare as opposed to leaving welfare. Their decision may be made 
with full or limited knowledge of the situation. Usually, families 
leave AFDC due to changes in their family structure or in the 
standard of eligibility such as when the mother earns income which 
can disqualify the household. 
Women may move off welfare when they can find jobs that enable 
them to achieve a higher standard of living than welfare provides. 
When work is available at or above the minimum wage and welfare 
recipients perceive that there is slim chance of being unemployed 
in the future, they are more apt to leave welfare and go to work. 
Fish (1978) also stated that there could be a difference between 
working part-time and remaining on welfare and termination from the 
welfare rolls entirely. 
Hokenson et al. (1976) stated that it can be very helpful to 
identify variables such as personal characteristics and program 
features, which correlate with desired employment outcomes. From 
these correlates, policymakers have two basic choices with which to 
deals (a) structure the program to develop the clients' capabilities 
in important areas leading to eventual employment success (education, 
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self-confidence, skill-training) or (2) focus the program on 
individuals already possessing the largest quantities of desired 
attributes (essentially engaging in the "creaming" process—the best 
off the top) based on the probable success in the world of work. 
Errors can be made in the present system of evaluation that 
emphasizes outcomes without reviewing the initial needs and 
characteristics of the participants. Disadvantaged people can 
be heterogeneous in characteristics and background. Heterogeneity 
needs to be reflected in employment-training programs from the 
stage of needs assessment and policymaking to recognizing differences 
characteristics may make in predicting employment and job tenure. 
Errors can be made in assuming that all heterogeneous populations of 
disadvantaged will remain the same in the future as program exit status 
might indicate. Short-term data may or may not remain constant. 
Research Questions for Model Testing 
According to Mitchell et al. (1980), the performance of the 
person on the outcome involved is determined by many measures in 
addition to the training program involved. Some employment-training 
programs consider the training program as the predictor of success. 
Yet, there are factors at the macrolevel (societal) and microlevel 
(individual) that directly affect the level of employment of women. 
Thus, the issue of employment of women is far more complex than 
whether or not she is enrolled in a particular employment-training 
program. 
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This dissertation has displayed a variety of variables that 
affect the employment of women (called the formative model—see 
Figure 1) and has presented a discussion on the theory of choice 
and exchange, the heterogeneity of the disadvantaged, and the 
need to look at formative evaluation, in addition to the typical 
summative means. Formative evaluation emphasizes that processes 
that occur in a program. In this dissertation, formative evaluation 
has taken the form of redefining success and viewing the 
comprehensiveness of the variables that affect the success of women in 
unsubsidized employment. Success was redefined to refer to whether 
or not the woman took an unsubsidized job, her job tenure, and the 
orderliness of any job transitions. 
Thus, questions of a process nature might be as follows: 
1. How does each of the following relate to success level on 
unsubsidized jobs: personal characteristics of the trainees, the 
type of training program, and the type of job taken? 
2. Are some personal characteristics of the people better 
predictors of success on unsubsidized jobs than others? 
3. When personal characteristics, type of training plan, and 
type of job taken are considered simultaneously, which of these 
are most significantly related to success on unsubsidized jobs? 
4. If personal characteristics of program participants were 
grouped according to their conduciveness or nonconduciveness to 
employment, would the linkage of the groupings to the type of 
program and type of job selected make a difference on the success 
level on unsubsidized jobs? 
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Research Note 1 
Clarification of Disadvantaged and Poverty 
Statisticians, welfare workers, and practitioners have varying 
opinions as to the meaning of poverty and disadvantaged in the 
United States. 
The US Bureau of the Census omits all in-kind income and 
government cash transfer payments (such as social security, pensions, 
and welfare payments) from their official definition of income while 
the US Congressional Budget Office includes in-kind payments and 
subtracts tax payments from its definition of income. The arguments 
in favor of including in-kind payments when determining the income 
status are probably strong enough to eventually change the official 
concept of income to one that includes government in-kind payments 
and deducts taxes. Generally speaking, most employment-training 
programs use the poverty income guidelines that are published by 
the US Bureau of the Census (Fish, 1978; Congressional Budget Office, 
1977). Those guidelines are based on the size of family unit, type of 
unit (farm or nonfarm), and income (US Bureau of the Census, 1980). 
Guidelines do not include in-kind payments or tax payments (Fish, 
1978; US Congressional Budget Office, 1977). Since guidelines for 
determining poverty and disadvantaged can vary, it is important to 
ascertain the criteria for enrollment being used. The term 
disadvantaged used in this paper refers to economically disadvantaged 
and utilizes the definition of income used by the US Bureau of the 
Census. 
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Governmental Cash Transfer Payments to AFDC 
Many persons who are designated as "low-income" are given 
financial assistance typically called "public assistance" or "welfare" 
to meet the minimum needs of families. One such program, AFDC or Aid 
to Families with Dependent Children, is administered through local, 
state, and federal governments. Among the reasons it was added to 
the Social Security Act of 1935 was the need to provide monetary 
assistance for dependent children who had been deprived of adequate 
parental care and support. Female heads of household—divorced, 
separated, and never married women with dependent children—comprised 
the bulk of recipients. 
Some of the major changes since 1935 which have modified AFDC 
include the following: 
(a) the legislation of the AFDC-UF (Aid to Families with Dependent 
Children and with an Unemployed Father) program in 1962 in which 
money was made available to provide assistance to intact families 
with an unemployed father. Yet, by 1976, only 28 of the 50 states 
had established such programs (Rosenman, 1977). 
(b) the legislation of work requirements in 1967 in which all 
recipients of AFDC over 16 years of age (except those who were ill, 
aged 65 or older, mothers of children under six, or those who were 
required in the home to care for an ill or incapacitated family 
member) were required to be registered for job placement or training. 
Persons in exempt categories had the right to volunteer for work 
and training programs and rights to child-care services to enable 
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participation in the program (North Carolina Dept. of Human Resources, 
1975; Rosenman, 1977). Sanctions could be applied for those not 
in exempt categories who do not register for job placement. Those 
sanctions could involve suspension of financial assistance benefits 
(Sheppard, 1980). 
(c) the introduction of "work incentives" in 1967 which 
were in response to recognition of the work disincentives inherent 
in a program in which recipients lost $1.00 of benefits for every 
$1.00 they earned from work which was a 100 percent tax rate. 
Under the new provisions, the first $30 per month of earned income 
was exempted from the "tax" so that women would now only lose $1 
of benefits for every $3 earned if employed while on AFDC. 
Since AFDC is a state-administered program, the benefit 
levels, the definition of need, and percentage of need that is met 
and the tax or benefit reduction rate may vary from state to state. 
Federal and state regulations establish eligibility requirements 
and budgets amounts allowable (Rosenman, 1977). Therefore, it is 
important to note the amount of AFDC per state when comparing 
employment-training program outcomes across states—incentives 
for work might vary according to the amount of welfare. It is also 
important to note the in-kind payments such as reduced housing and 
child care costs, medicial assistance, and food stamps when computing 
incentives for work. 
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CHAPTER IV 
METHODS AND PROCEDURES 
The major research purpose involved construction of a 
theoretical model that explained employment behavior of disadvantaged 
women who go through employment-training programs. A second purpose 
was to test portions of the model with previously collected data. 
Basically, the major theoretical framework around which the 
model evolved was choice and exchange. The model, a view of the 
factors that influence the selection of employment and employment 
tenure, was considered to be only a beginning since human beings 
and their environments and interactions are quite complex. The 
three independent variables were: (a) personal characteristics; 
(b) training plans; and (c) type of job taken. The dependent variable 
was level of success in employment on unsubsidized jobs. 
Subjects 
The data for testing of the hypotheses for this study were 
previously collected. The subjects were 279 unskilled, unemployed or 
underemployed, economically disadvantaged adult women who had enrolled 
in or completed the prevocational training program (HRD) or skill 
training at Davidson County Community College between 1977 and 1980, 
and were available for the unsubsidized labor market for a minimum of 
six months. Men enrolled during that time were excluded since the 
focus of this study was on women and the overwhelming majority of the 
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students in the programs on campus involved women. Other persons 
excluded were those rare cases in which a person: (a) could not be 
located for follow-up studies, (b) was still enrolled in further 
training, or (c) was unavailable for the labor market. Persons 
enrolled in more than one training program were counted only the first 
time they were enrolled and only their first job placement was used. 
General characteristics of the subjects involved: (a) 66 percent 
were nonminority and 34 percent minority; (b) 47 percent had completed 
12 or more years of school, 38 percent had completed 8 to 11 years of 
school, and 15 percent had completed 0 to 8 years of school; (c) 15 
percent were AFDC recipients; (d) 68 percent had one or more children 
and 32 percent had no children; and (e) 99 percent were from 18 to 55 
years of age (1 percent were 16-18 years of age). 
Data collection 
Pretraining information had already been collected on each 
person's background for a minimum of one year prior to her entry into 
training. This was accomplished through the means of information 
sheets such as the Profile Sheet, Employment Development Plan, and 
other like forms (see Appendix A). 
Follow-up on all trainees for a minimum of one year after 
training had been required as a part of the program. Posttraining 
information had been originally gained by completion of follow-up 
studies on each person at the intervals of exit, three months, six 
months, and one year. Information was recorded on follow-up forms 
provided by the state office and local programs. Individual folders 
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were kept on each person. The majority of the information at the 
posttraining stage was gained from the participant and/or her employer 
by telephone or personal visit. 
Design 
The study was an ex post facto experimental design (Kerlinger & 
Pedhazur, 1973). Figure 11 reflects a model which shows variables 
included in the study: one dependent variable—level of success on 
unsubsidized jobs— and three categories of independent variables— 
personal characteristics, training plan, and type of job. The dependent 
variable in this study was important because all other jobs and 
employment-training programs are intended to lead to that overall goal. 
Factors within the independent variable, personal characteristics, 
included (a) health, (b) past work record, (c) children, (d) education, 
(e) financial need, (f) transportation, (g) aspiration level, and 
(h) race. Factors within the independent variable, training plan, 
included (a) prevocational training, (b) prevocational training plus 
short-term skill training or work experience (AWE), (c) prevocational 
training plus long-term skill training or work experience (PSE), and 
(d) long-term skill training or work experience (PSE) with no 
prevocational training. Factors within the independent variable, type 
of job, included (a) primary job, (b) secondary job or (c) no job. 
See Appendix B for a full description of how the variables were coded. 
Null Hypotheses 
1. There is no relationship between any of the factors within the 
categories of the independent variables, personal characteristics, 
training plan, and type of job taken, and success on unsubsidized jobs. 
I. INDEPENDENT VARIABI£S 
Personal Charaoteristiea 
A.  Health 
2. Good 
1. Poor 
B. Past Work Record 
4. Orderly 
3. Disorderly 
2. None (No/fain. Gov. Supt.) 
1. None (Gov. Support) 
C. Children 
3. ̂  or More 
2. 1 - 3 
1. None 
D. Transportation 
2. Own Car 
1. No/Poor Transportation 
E. Financial Need for Support 
5. Minimal/lJo 
4. Unemployment Insurance 
3. Some Support, Other 
2. Short-Term Welfare (AFDC) 
1. Long-Term Welfare (AFDC) 
P. Aspiration Level 
5. Any Job 
4. Skill Job 
3. Lew-level White Collar 
2. Undecided 
1. High School & Job Later 
G. Education Level 
3. 12 or More 
2 .  8 - 1 2  
1. 0 - 8 
Training Plans 
A. Prevooational 
2. 13 Weeks 
1. 2 Weeks 
B. Prevoc. Plus 
Introductory 
Skill/Vork 
2. AWE (0-1 yr.) 




2. Skill (l-2yr.) 
1. PSE (l-2yr.) 
D. Long-Term Skill/ 
Work 
2. Skill (l-2yr.) 
1. PSE (1-2 yr.) 
"type of Job Taken 
3. Primary Job 
Market• 
2. Secondary Job 
Market 
1. No Job Taken 
II. DEPENDENT VARIABLE 
Success on Unsubsidized Joba 
Most Successful 
5. Took Job and Stayed 
'I. Took Job and Made Orderlj 
Transitions 
Minimally Successful 
3* Took Job and Made Dis­
orderly Transitions 
Least Successful 
2. Took Job and Made Dis­
orderly Transitions up 
to 8 Weeks 




Figure 11. Model for Testing Using Data Available 
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2. None of the eight personal characteristics discriminate 
significantly on the dependent variable—success on unsubsidized jobs. 
3. The set of independent variables grouped into categories— 
personal characteristics, training plan, and type of job—do not 
discriminate significantly on the dependent variable—success on 
unsubsidized jobs. 
4. For women who have selected combinations of personal 
characteristics, there will be no differences in the success level on 
unsubsidized jobs according to the other two independent variables— 
training plan and type of job taken. 
Analysis 
Since the variables were nominal, not interval, the appropriate 
analysis involved discriminant analysis and chi-square. 
Hypotheses one and four were analyzed using chi-square. 
Assumptions for chi-square were generally met, i.e. (a) five subjects 
in 75 percent of all cells and one person in all remaining cells in 
all tables other than 2 x 2 or (b) having five persons in all cells 
for 2x2 tables (Agresti & Agresti, 1979). 
Hypotheses two and three were analyzed using stepwise 
discriminant analysis with the statistical methods within that 
analysis including standardized discriminant function coefficients 
which allowed discernment of the most important factors that 
discriminated among groups as well as the direction of the relation­
ship of each independent variable and dependent variable. Wilks 
Lambda', a multivariate measure of statistical significance, was used 
in the summary tables for stepwise discriminant analysis. 
Ill 
CHAPTER V 
RESULTS AND DISCUSSION 
The formative evaluation model was tested for its ability to 
predict level of success on unsubsidized jobs. Results of 
discriminant function analysis and chi-square generally supported the 
assumptions of the model that level of success is dependent on more 
than type of training. Personal characteristics and type of job 
taken are an important part of success on unsubsidized jobs. The 
findings will be presented under each of the null hypotheses. A 
discussion of the results follows a presentation of all findings. 
Hypothesis One 
The null hypothesis stated that there is no relationship between 
any of the factors within the categories of the independent variables— 
personal characteristics, training plan, and type of job — and 
success on unsubsidized jobs. 
The analysis of hypothesis one was made using chi-square 
statistic. Ten separate analyses were made: a bivariate analysis 
between each of the eight personal characteristics and success on 
unsubsidized jobs, a bivariate analysis between training plan and 
unsubsidized jobs, and a bivariate analysis between type of job and 
success on unsubsidized jobs. A level of statistical significance 
was given for each of the bivariate relationships. 
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Personal Characteristics 
Results of the bivariate data analysis using chi-square revealed 
a statistical significance (p<.05) between each of the following per­
sonal characteristics and success: transportation, health, past work 
record, financial need for income support, race, and aspiration level. 
Adequate transportation, good health, orderly past work record, having 
no income, and willingness to take any job or take a skill-level job 
were related to a high level of success on unsubsidized jobs. Having 
some income, especially AFDC for more than a year, was related to low 
job success. Whites in all categories were more successful on jobs 
than were blacks. Only two of the personal characteristics (children 
and education) were not related to success on unsubsidized jobs. 
Transportation. There was a statistically significant relation­
ship CX =31.73) between transportation and success on unsubsidized 
job as presented in Table 1. Forty-five percent of those in the most 
successful level on unsubsidized jobs had their own car which needed 
little or no repairs upon the participant's entry into the training 
program. Only approximately nine percent of those with no car or with 
car needing many repairs were in the most successful level on unsub­
sidized jobs. Seventy-three percent of those with no car or car need­
ing many repairs were in the least successful level as compared to 
approximately 35 percent of those with their own car. It appeared 
that having a car that runs well relates to higher levels of success 
on unsubsidized jobs, especially when there is no public 
transportation system available. 
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Table 1 
Success on Unsubsidized Jobs 
by Transportation 
Success Transportation Level 
Own Car No Car/ 




















Count Totals 223 100 56 100 
Chi-Square= 31.7342 
Significance= .0000 
Health. The level of health of the participants prior to 
entering into the various training programs was very important in 
relation to success on unsubsidized jobs (see Table 2). A bivariate 
analysis of health and level of success on unsubsidized jobs 
utilizing chi-square revealed a statistically significant relationship 
(.0000 level) between level of health and level of success. 
The greatest percentage of those with poor health were located in 
the least succesful level: 69 percent of those with poor health were 
least successful. Only ten percent of those with poor health were in 
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the most successful group. There was a greater percentage of those 
with good health in the most successful level than in other levels of 
success—44 percent in the most successful level versus 19 percent in 
the minimally successful level and 37 percent in the least successful 
level. 
Table 2 
Success on Unsubsidized Jobs by Health 
Success Health Level 
Good Poor 










Count Totals 230 100 49 100 
Chi-Square= 22.6296 
Significance3 .0000 
Past Work Record. The participant's past work record was 
significantly related to the level of success on unsubsidized jobs at 
the .0000 level using chi-square analysis (see Table 3). 
About 84 percent of those with orderly past work records were 
most successful on unsubsidized jobs. About 26 percent of those with 
115 
Table 3 
Success on Unsubsidized Jobs by Past Work Record 
Success Past Work 
Orderly Disorderly None & None & 
Other AFDC 
Support Support 
n % n % n % n % 
Most Successful 36 83.7 31 26.2 29 37.6 11 26.8 
Minimally Successful 3 7.0 35 29.7 14 18.2 2 4.9 
Least Successful 4 9.3 52 44.1 34 44.2 28 68.3 
Total Count 43 100 118 100 77 100 41 100 
Chi-Square= 61.14152 
Significance= .0000 
disorderly past work records were most successful on unsubsidized jobs. 
This subcategory did include persons on AFDC (Aid to Families with 
Dependent Children) who worked for one or more weeks and had disorderly 
past work records. About 38 percent of those who had no past work 
record, but were not recipients of AFDC, were most successful. Their 
support may have involved a spouse, parent, food stamps, but not AFDC. 
About 27 percent of those who were on AFDC with no past work record 
were most successful on unsubsidized jobs. 
Seven percent of those with orderly past work records had 
minimal success on unsubsidized jobs. About 30 percent of those with 
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disorderly past work records had minimal success on unsubsidized 
jobs. (This did include APDC recipients if they had worked on jobs 
but in a disorderly fashion prior to training.) About 18 percent of 
those with no past work record who had other means of support 
(excepting AFDC) were minimally succcessful. About five percent of 
those on AFDC with no past work record were minimally successful on 
unsubsidized jobs. 
Only approximately nine percent of those with orderly past work 
records had the least success on unsubsidized jobs. About 44 percent 
of those with disorderly past work records (whether on APDC or not) 
had the least success on unsubsidized jobs. About 68 percent of 
those with no past work records who were on AFDC for some amount of 
time prior to training were in the category of least successful on 
unsubsidized jobs. 
The largest percentage of persons who were most successful on 
unsubsidized jobs were those who had worked for six or more months 
on the same jobs or who made orderly transitions on jobs for six 
or more months prior to entry into training programs. The largest 
percentage of those who were minimally successful on unsubsidized jobs 
were those who had disorderly past work records. The largest 
percentage of those who were least successful on unsubsidized jobs 
were those who had not worked and were on AFDC for some amount of time 
prior to the training program. 
Therefore, it appears that persons most likley to be successful 
on unsubsidized jobs were those who had worked for six or more months 
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on the same job or who had made orderly transitions on jobs for six 
or more months prior to entry into training programs. Persons who had 
not worked at all and were AFDC recipients prior to entry into the 
training program tended to not work at all after the program or to 
work for eight or fewer weeks after exit from the program. 
Children. The variable, number of children under 18 yers of age 
who were dependents of participants, was compared to the level of 
success on unsubsidized jobs. The bivariate analysis was not 
significant at the p< .05 level (see Table 4). 
The largest percentage (43) of those in the most successful 
level on unsubsidized jobs involved women with one to three children 
Table 4 
Success on Unsubsidized Jobs by Number of Children 
Success Number of Children 
4 or More 1 through 3 None 
n % n % n % 
Most Successful 7 26.9 71 43.3 29 33.0 
Minimally Successful 3 11.5 27 16.5 23 26.1 
Least Successful 16 61.6 66 40.2 36 40.9 
Count Totals 26 100 164 100 88 100 
Chi-Square ~ 8.71927 
Significance= .0685 
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as compared to 33 percent of women employed with no children and about 
30 percent of the women employed with four or more children. 
The largest percentage of those in the least successful 
category were those with four or more children—about 62 percent as 
compared to about 41 percent for those women with no children and 
about 40 percent for those women with one to three children. 
Even though more women with children under 18 years of age have 
entered the work force in recent years, it appears that having four 
or more children under 18 years of age may hinder employment of 
low-income women. Perhaps, more dollars for day care and more 
responsibilities for care of children in the home would be required 
to remove this hindrance. 
Financial Need for Income Support. The bivariate relationship 
between income support level and the dependent variable, success on 
unsubsidized jobs, was significant at the .0000 level. The columns 
of support, minimum or none and unemployment insurance, were 
collapsed because separately they produced a table which did not 
meet the conditions of chi-square. Results for each level of success 
on unsubsidized jobs are reported in Table 5. 
The largest percentage (58) of persons who were most successful 
on unsubsidized jobs were those who had no income or less than $500 
income and no public assistance or were drawing unemployment insurance 
prior to entry into the training program. Thirty-nine percent of 
those with support other than AFDC and unemployment insurance (which 
included those with spouse or parental support) were most successful. 
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Table 5 
Level of Success on Unsubsidized Jobs by 
Financial Need for Income Support 



































80 .0  
Total Count 45 152 37 45 
Chi Square = 46.6148 
Significance = .0000 
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Forty-six percent of the persons who were on AFDC programs for less 
than 12 months compared to 11 percent of persons on AFDC for 12 or 
more months were in the most successful category. 
Although those in most need of financial income or those on 
unemployment insurance had the largest percentage of persons in the 
most successful category, those with the least success on unsubsidized 
jobs were those on long-term AFDC (12 or more months). Eighty percent 
of those persons who had been on long-term AFDC and 49 percent of 
those who had been on short-term AFDC were the largest groups within 
the least successful category. 
Therefore, it apppeared that those who were long-term recipients 
of AFDC had the greatest percentage of persons who were least 
successful on unsubsidized jobs. Those who were not AFDC recipients 
and had minimal amounts of income support, no income or were 
temporarily out of work and receiving unemployment insurance had the 
greatest percentage of persons who were most successful on 
unsubsidized jobs. Yet, about 45 percent of those who had been on 
AFDC for less than one year were in the most successful category and 
still a slightly greater percentage (about 49) of those on short-term 
AFDC were in the least successful category. Although the results 
seem relatively clear for long-term AFDC recipients, the results are 
not quite so clear for the short-term AFDC recipients and for those 
with no means of support. 
Aspirational Level. The bivariate relationship between 
aspiration level and success was found to be significant (.0033) with 
a chi-square of 23.080. Persons who stated they would take any job 
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Table 6 
Success on Unsubsidized Jobs by Aspiration Level 
Aspiration Level 
Success High 
Any Skill Low Undecided School 











23 58 10 8 
56.1 36.2 24.4 30.8 
10 28 8 5 
24.4 17.5 19.5 19.2 
8 74 23 13 
19.5 46.3 56.1 50.0 
Total Counts 11 41 160 41 26 
Chi-Square = 23.08030 
Significance= .0033 
they could get had the highest success rate. About 73 percent of 
those whose initial aspiration level was to take any job were in the 
most successful level on unsubsidized jobs. No one in the least 
successful level was willing to take any job. The next highest group 
in the most successful level involved those who aspired to a skill-
level job. Although about 35 percent of those who aspired to be low-
level, white-collar workers were in the most successful level, about 
46 of them were in the least successful level. Only about 24 percent 
of the undecided were in the most successful group and about 56 
percent of that same group were in the least successful group. Those 
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whose aspiration level was to finish high school and later gain 
a job had findings similiar to those who were undecided in their 
aspirational level: about 31 percent in the most successful level; 
about 19 percent in the minimally successful level; and 50 percent 
in the least successful level. 
Therefore, it appeared that persons who initially reported to 
employment-training programs that they wanted any job or wanted a 
skill-level job were more likely to be most successful on 
unsubsidized jobs. Persons least likely to be in the most successful 
level were those who were undecided about their aspirations or wanted 
to finish high school and get a job later. 
Educational Level. The bivariate relationship between 
educational level and success level was not significant (.150) as 
mesured by chi-square (6.7359). Surprisingly, there is no 
statistically significant relationship between how much education an 
individual had and his or her success on unsubsidized jobs. About 46 
percent of those who had finished twelve or more years of formal 
schooling prior to training were in the most successful level while 
about 46 percent of those who had finished eight or fewer years of 
formal schooling were in the least successful level. About 45 percent 
of those who had between eight and twelve years of formal schooling 
were in the least successful level. It could be that persons who had 
more years of formal schooling were more eligible for skill training 
or for jobs in the primary job market. Also, it could be that more of 
the persons who had fewer than eight years of formal schooling also 
had other barriers and were part of those on long-term welfare (AFDC). 
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Table 7 
Success on Unsubsidized Jobs 
by Educational Level 
Success Educational Level 
12/12+ 8-12 0-8 
Years Years Years 
n % n % n % 
Most Successful 60 46.2 34 32.1 13 30.2 
Minimally Successful 20 15.4 24 22.6 10 23.3 
Least Successful 50 38.4 48 45.3 20 46.5 
Total Counts 130 100 106 100 43 100 
Chi-Square= 6.73593 
Significance= .150 
Race. The bivariate relationship between race and success level 
on unsubsidized jobs was significant (.0043) as analyzed by chi-square 
(10.8962) and reflected in Table 8. Race was divided into nonminority 
and minority. There were almost twice as many nonminorities enrolled 
in the employment-training programs as minorities. Nonminorities 
had greater percentages of persons in the most and minimally 
successful levels (about 42 and 22 percent) compared to minorities 
in the most and minimally successful levels (about 31 percent and 
14 percent, respectively). There was a greater percentage of 
minorities (about 56 percent) in the least successful level than 
nonminorities (about 35 percent). Therefore, it appears that women 
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Table 8 
Success on Unsubsidized Job by Race 
Success Race 
Nonminority Minority 




















who are of the nonminority race had greater success rates on un-
subsidized jobs. 
Training Plan 
There was a significant bivariate relationship (.0000) between 
the training plan and level of success on unsubsidized jobs as 
analyzed by chi-square (33.9728). Due to inadequate numbers within 
75 percent of all cells in Table 9, long-term skill training and 
long-term Public Service Employment had to be combined. 
About 67 percent of those in long-term skill training and long-
term Public Service Employment (plan F) were in the most successful 
level. (Long-term referred to one to two years.) Only about 11 
percent of those in long-term skill training or long-term Public 
Service Employment were in the least successful level. No other type 
of training contained such a large number of persons in the most 
successful level and as few in the least successful level. It 
appears that many of the skills gained helped participants gain 
access into the primary job market. 
There were equal percentages (about 46) of persons in the 
most and least successful levels who exited the prevocational 
training program and entered long-term skill training or long-term 
Public Service Employment (plan E). It appears that the percentages 
of persons in the most, minimally, and least successful levels were 
about the same whether enrolled in the 13-week prevocational program 
only (plan A) or enrolled in the 13-week prevocational program and 
later placed into the CETA program, Adult Work Experience (plan C). 
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Table 9 
Success on Unsubsidized Jobs 





Type of Training Plan 
Prev. Prev. Prev. Prev. L. 
2 Wk. & & S. & PSE/ Skill 
AWE Skill L.Skill /PSE 










36 13 17 
33.3 41.9 32.7 
27 2 13 
25 6.5 25 
45 16 22 
41.7 51.6 42.3 
22 7 12 
40.0 46.7 66.7 
7 14 
12.7 6.6 22.2 
26 7 2 
47.3 46.7 11.1 
Total Counts 108 31 52 55 15 18 
Chi-Square = 33.9728 
Significance = .0000 
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Many persons were placed into Adult Work Experience jobs for purposes 
such as work experience, new work references, or to gain better skills 
in maintaining attendance and promptness on the job. Yet, the jobs 
were in the public, nonprofit sector of employment. Many of the 
jobs in the unsubsidized sector of employment were in industries such 
as furniture, textiles, or glass. Some students had stated a desire 
to stay in the public, nonprofit sector rather than to be employed in 
the unsubsidized sector. The additional cost of the Adult Work 
Experience program appears to need further study. 
About 42 percent of those in the two-week prevocational program 
(plan B) were most successful and about 52 percent of those enrolled 
in this program were least successful on unsubsidized jobs. No 
person in the two-week prevocational training program was paid money 
from CETA while enrolled in training. Most of those in all other 
categories were paid money from CETA while enrolled in training. Yet, 
the two-week program had enrolled many recipients of AFDC. Having 
persons with varying personal characteristics made it hard to decipher 
any significance to these particular descriptive results. 
There were slightly more persons in the least successful category 
(about 47 percent) than the most successful (40 percent) who had 
been enrolled in the prevocational training program and the short-term 
skill program (plan D). Short-term skill training was usually three 
to six months in length and could be considered as introductory 
training. Far more persons (about 67 percent) who enrolled in long-
term training were in the most successful level on unsubsidized jobs. 
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The greatest percentage of persons in the most successful 
level were those who had been enrolled in long-term skill training or 
had been in long-term Public Service Employment. The greatest 
percentage of those in the least successful level were those who 
had been enrolled in the two-week prevocational training program. 
Type of Job Taken 
The bivariate relationship between the type of job the participant 
took and the level of success was significant (.0000) as analyzed 
by chi-square (see Table 10). One hundred percent of those placed in 
the primary job market (typically, higher wages and more job security) 
were in the most successful level. Only 32 percent of those placed in 
the secondary labor market (typically, lower wages or high labor 
turnover) were most successful and 21 percent of others in the 
secondary labor market were minimally successful. Forty-seven percent 
of those who took a job in the secondary labor market or took no job 
were least successful in unsubsidized jobs. Yet, caution needs to be 
taken in the conclusiveness of the significance of the variable, type 
of job, as the numbers within the cells do not meet all the 
assumptions of chi-square. 
It appeared that the type of job that a participant of employment-
training programs took was significantly related to the level of 
success on unsubsidized jobs. If their jobs were in the primary job 
market, persons tended to be most successful perhaps because these 
conditions offer greater incentives to avoid leaving these jobs. In 
the primary job market, wages paid were higher than minimum wage, 
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Table 10 
Success on Unsubsidized Jobs 
by Type of Job Taken 
Success Type of Job Taken 
Level Primary Market Secondary Market/ 
No Job 
n % n % 
Most Successful 26 100 81 32 
Minimally Successful 0 0 54 21 
Least Successful 0 0 118 47 
Total Counts 26 100 253 100 
Chi-Square = 178.6850 
Significance = .0000 
there was little labor turnover, and the employer had few or no days 
of lay-offs of personnel each year; accordingly, there seemed to be 
more security in these jobs. 
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Hypothesis Two 
The null hypothesis stated that none of the eight personal 
characteristics discriminate significantly on the dependent 
variable—success on unsubsidized jobs. 
Eight independent variables within the category of personal 
characteristics were analyzed utilizing stepwise discriminant function 
analysis to determine whether or not they were significantly 
related to success on unsubsidized jobs. Table 11 reflects the 
rank-ordering of those six personal characteristics included in the 
stepwise summary table with the most important listed first. 
The ordering was from the most important, support level, to the least 
important, number of children. Two variables within personal 
characteristics that were not included were race and aspirational 
level; they did not differentiate enough among the group of personal 
characteristics on the dependent measure, success on unsubsidized 
jobs to be entered into the stepwise analysis. 
The following relationships were found: (a) the higher the 
financial need for income support (ranging from lowest financial need 
for income support, AFDC, to the highest, having no income support), 
the higher the level of success on unsubsidized jobs? 
(b) the higher the level of health (ranging from lowest, poor 
health, to highest, good health), the higher the level of success on 
unsubsidized jobs; 
(c) the higher the level of transportation (ranging from lowest, 
having no car or a car that needs many repairs, to highest, owning a 
car that runs well), the higher the level of success on unsubsidized 
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TABLE 11 
Discriminant Analysis of Factors Within Personal Characteristics 
That Relate to Success on Unsubsidized Jobs 
Standard 
Variable Discriminant Wilks Significance 
Function Coefficient Lambda' Level 
Support 0. 4199 0. 8780 .0000 *** 
Health 0, .4864 0. 8196 .0000 *** 
Transportation 0, .4321 0. 7827 .0000 *** 
Past Work 0. 3258 0. ,7669 .0000 *** 
Education 0, .0771 0. ,7600 .0000 *** 
Children -0. 0793 0. ,7600 .0000 *** 
Not entered into the stepwise analysis: 
Race 
Aspiration Level 
Percent of Variance= 93.06 
Canonical Correlation3 .4787 
Chi-Square= 74.07*** 
* p <.05 




(4) the higher the past work record of the participant prior to 
entering the training program (ranging from lowest, no work, to 
highest, orderly past work record), the higher the level of success 
on unsubsidized jobs; 
(5) the higher the educational level of the person prior to 
entry into training (ranging from lowest, no schooling, to highest, 
12 or more years of school), the higher the level of success on 
unsubsidized jobs; and 
(6) the higher the number of children under 18 years of age 
who are considered as dependents, the lower the level of success 
on unsubsidized jobs. Persons who had fewer children tended to be 
higher on the level of success on unsubsidized jobs and were more apt 
to be employed and have orderly transitions in job changes, if any. 
The associated Wilks Lambda' indicated that all variables entered 
into the stepwise discriminant function analysis (support, health, 
transportation, past work record, education, and children) were 
significantly related to success. The variables, race and 
aspiration level, were not entered into the stepwise analysis as they 
did not contribute significantly to the level of success when 
considering the relationship of all personal characteristics as a 
group. 
Using the canonical discriminant function devised, findings show 
that: (a) the percentage of variance in the success on unsubsidized 
jobs accounted for by the first discriminant function with the 
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variables, support, health, transportation, past work record, 
education, and children, was 93.06 percent; (b) there was a canonical 
correlation of .4787, which is an estimate of the explained 
variance of the dependent variable; and (c) there was a chi-square 
of 74.07 (a test of the canonical correlation being different than 
"0") which was significant at the .0000 level. 
Presented in Table 12 are the classification results of the 
personal characteristics in relation to success level on unsubsidized 
jobs. Random assignment would predict group membership for each of 
the three levels of success at 33 1/3 percent per group. A group 
membership for each individual was predicted using the unstandardized 
canonical function. These results were compared to the actual 
groupings of the participants according to the levels of success on 
unsubsidized jobs. The results showed that the formula devised in the 
canonical discriminant function exceeded that expected in the most 
and least successful groups and was slightly below the expected in 
the minimally successful group. 
About 62 percent of the most succesful group were accurately 
predicted to be in the most successful group while about 60 percent 
of the least successful group were placed correctly as predicted. 
Only about 30 percent of the minimally successful group was placed 
correctly. Overall, more than half of the cases were grouped 
correctly which exceeds the percentage predicted randomly. 
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Table 12 
Classification Results of Personal Characteristics 
and Success on Unsubsidized Jobs 
Actual Group 
Predicted Group Membership 
Most Minimally Least 












"Grouped" Cases Correctly Classified: 54.85 Percent 
Hypothesis Three 
The set of independent variables grouped into categories— 
personal characterstics, training plan, and type of job— do not 
discriminate significantly between groups categorized by the 
dependent variable—success on unsubsidized jobs. 
Ten factors within the three categories of independent 
variables—personal characteristics grouped into eight factors, the 
training-plan factor, and the type-of-job factor—were analyzed using 
stepwise discriminant function analysis. Table 13 reflects the 
rank-ordering of those factors which entered the stepwise analysis 
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Table 13 
Discriminant Analysis of Independent Factors 















. 0000  *** 
.8963 NS 






Others (Not Entered into the Stepwise Discriminant Function Analysis) 
Percent of Variance= 98.22 
Canonical Correlation .7425 
Chi-Square= 226.07*** 
* p < .05 
** p <.01 
***p <.001 
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with the most important listed first. The resulting rank-ordering 
ranged from most important—type of job—to least important— 
education. Only four of the ten factors were included in the 
stepwise summary table: type of job, financial need for support, 
transportation, and education. The other six factors were not 
important enough to enter the analysis after the first four were 
entered as they did not significantly discriminate between the groups 
classified by success levels. 
The standard discriminant function coefficient (which made the 
variables comparable) reflected the following: 
(a) the higher the level of the type of job taken (ranging from 
lowest, secondary, to highest, primary), the higher the level of 
success; 
(b) the higher the need for financial support prior to training 
(ranging from lowest, AFDC, to highest, no support), the higher the 
level of success; 
(c) the higher the level of transportation (ranging from lowest, 
having no car or a car that needs many repairs, to highest, owning 
a car that runs well), the higher the level of success on 
unsubsidized jobs; and 
(d) the higher the level of education prior to training 
(ranging from lowest, 0-8 grades, to highest, 12 or more grades), the 
higher the level of success. 
The associated Wilks Lambda' indicated that only one variable, 
type of job taken, was statistically significantly related to success. 
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For all other factors, the results were not statistically significant. 
The canonical discriminant function is the formula which uses 
the standardized canonical discriminant function coefficients. 
Findings show that: (a) the percentage of the discriminatory power 
accounted for by the variables in the first discriminant function— 
type of job, financial need for support, transportation, and 
education—was 98.22 indicating that the first function was an 
empirically "powerful" one; (b) there was a canonical correlation 
of .7425 which is an estimate of the explained variance in the 
dependent variable, success on unsubsidized jobs, is explained by the 
set of independent or discriminating variables (type of job, financial 
need for support, transporation, and education); and (c) there was a 
chi-square level of 226.07 which was significant at the .0000 level. 
These three statistics indicate that the set of variables selected did 
a relatively "good" job of predicting the group in which the subject 
would be categorized. 
Presented in Table 14 are the classification results using these 
four independent variables to predict success on unsubsidized jobs. 
Random assignment would predict group membership would be equal; 
that is, each of the three levels of sucess would contain one-third 
of the sample. A group membership for each individual was predicted 
using the unstandardized discriminant function. These results were 
compared to the actual groupings of the participants according to 
the levels of success. The results showed that the formula devised in 
the canonical discriminant function exceeded that expected in the 
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Table 14 
Classification Results of Independent Variables 
as Related to Success on Unsubsidized Jobs 
Actual Group No. Predicted Group Membership 
of 
Cases Most Minimally Least 
Successful Successful Successful 
n % n %i n 
Most Successful 107 66 61.7 
Minimally Successful 54 34 63.0 
Least Successful 118 88 74.6 
"Grouped" Cases Correctly Classified = 67.38 Percent 
most, minimally, and least successful groupings. About 62 percent 
of the most successful group were accurately predicted while 63 
percent of the minimally successful and about 75 percent of the least 
successful were placed correctly. The analysis was most successful 
in predicting the job success of the least successful group. 
The formula in the canonical discriminant function analysis is 
useful in predicting the group membership of participants according 
to the levels of success; yet, caution needs to be observed in that 
only 67.38 percent of the cases were grouped correctly, not 100 
percent. Yet, 67.38 far exceeds 33.33 percent (one-third), the 
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the prediction when there is random placement into groups. Thus, 
the third null hypothesis is not supported since there is a 
significant discriminant relationship between four of the ten 
independent variables and the dependent variable, success on 
unsubsidized jobs. 
Hypothesis Four 
The null hypothesis predicted that women who have selected 
combinations of personal characteristics will reflect no differences 
on the level of success on unsubsidized jobs according to the 
other independent variables, training plan and type of job taken. 
Hypothesis four, analyzed by classification tables and chi-square, 
was not supported (p <.001). 
Subjects were grouped according to the characteristics possessed 
prior to entry into the training program to form three basic groups, 
conducive or not conducive to employment, (a) Subjects in group one 
had good health, had their own car that runs well, had little or 
no income support or were on unemployment insurance or had some 
support from sources other than AFDC, such as from a spouse or 
parent. These characteristics were considered conducive to 
employment. (b) Subjects in group two had good health, had no car or 
had a car that needed many repairs, and had some support other than 
AFDC, such as from a spouse or parent. (c) Subjects in group three 
had poor health, had no car or had a car that needed many repairs, 
and had been on AFDC for a short or long period of time prior to 
entry into the training program. Characteristics in groups two and 
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three were considered nonconducive to employment. 
Due to an effort to have a minimum of 20 subjects in each group, 
groups two and three had to be collapsed and were thereafter 
called group two. Also, due to inadequate numbers in the cells, 
training plans had to be collapsed so as to produce a prevocational 
training plan (lasting no longer than 13 weeks of training) and 
all other training plans were combined (each lasting a minimum of 
14 weeks). 
Tables 15 and 16 reflect an analysis of group one subjects 
who were placed in primary or secondary jobs and placed into a 
training plan, either prevocational or other. When comparing 
subjects in group one who were placed into prevocational training 
plans only and placed into primary or secondary jobs to the 
relationship with success on unsubsidized jobs, there was a 
chi-square of 40.193, which was significant at the .0000 level. 
One hundred (100) percent of the subjects placed in the primary 
labor market and about 49 percent of those placed into the secondary 
labor market were in the most successful level. No one in the 
minimally or least successful groups had a primary job. About 
28 percent of the subjects in the secondary labor market were in the 
minimally successful level and 23 percent of the subjects who were in 
the secondary labor market were in the least successful level. 
When comparing subjects in group one who were placed into 
training plans other than prevocational and placed into primary or 
secondary jobs to the relationship with success on unsubsidized jobs, 
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Table 15 
Success on Unsubsidized Jobs for Group One 
(Personal Characteristics Conducive to Employment) by Type of Job, 
Controlling for Prevocational Training Program (up to 13 Weeks) 
Success Type of Job 
Primary Secondary/None 
n _% n % 
Most Successful 8 100 31 48.5 
Minimally Successful 0 0 18 28.1 
Least Successful 0 0 15 23.4 
Total Count 8 100 64 100 
Chi-Square = 40.193 
Significance = .0000 
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Table 16 
Success on Unsubsidized Jobs for Group One 
(Personal Characteristics Conducive to Employment) by Type of Job, 
Controlling All Training Plans with Length, 14-104 Weeks 
Success Type of Job 
Primary Secondary/None 
n % n _% 
Most Successful 13 100 30 40.5 
Minimally Successful 0 0 19 25.7 
Least Successful 0 0 25 33.8 
Total Count 13 100 74 100 
Chi-Square = 56.280 
Significance = .0000 
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there was a chi-square of 56.480, which was significant at the .000 0 
level. There were more persons in the primary job market who had 
been enrolled in training programs other than prevocational alone. 
One hundred (100) percent of those in training plans from 14 to 
104 weeks who took primary jobs were in the most successful level. 
About 40 percent of those in these training programs who took 
secondary jobs were in the most successful level. No one in the 
minimally or least successful groups had primary jobs. About 26 
percent of those who had secondary jobs were minimally successful 
and about 34 percent of those who had secondary jobs were in the 
least successful level. For persons who were placed into training 
plans other than prevocational only and who took jobs in the primary 
or secondary labor market, there was a significant difference between 
their characteristics and linkage with training plan and job with 
level of success CJt= 56.280, which is significant at the .0000 level). 
Tables 17 and 18 present the analyses for persons in group two 
(characteristics not conducive to employment). For persons who 
possessed all the characteristics of group two membership who were 
placed either into a prevocational training plan only or into other 
types of training plans and placed into either a primary or secondary 
job, there were significance levels of .01 and .0001. However, 
these levels cannot be used because of the lack of adequate numbers 
within the cells. Therefore, the results of the analyses of group 
two will be reported in descriptive terms. 
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Table 17 
Success on Unsubsidized Jobs for Group Two 
(Personal Characteristics Nonconducive to Employment) by Type of Job, 
Controlling for Prevocational Training Plan (up to 13 Weeks) 
Success Type of Job 
Primary Secondary/None 
n % n % 
Most Successful 0 0 4 11.1 
Minimally Successful 0 0 4 11.1 
Least Successful 0 0 28 77.8 
Total Count 0 0 36 100 
Chi-Square = 9.203 
Significance = .01 
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Table 18 
Success on Unsubsidized Jobs for Group Two 
(Personal Characteristics Nonconducive to Employment) by Type of Job, 
Controlling for All Training Plans with Length, 14-104 Weeks 
Success Type of Job 
Primary Secondary/None 
n %_ n %_ 
Most Successful 2 100 1 4.4 
Minimally Successful 0 0 4 17.4 
Least Successful 0 0 18 78.2 
Total Count 2 100 23 100 
Chi-Square = 22.72 
Significance = .0001 
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No person in group two who was placed in a prevocational 
program entered a primary job. About 11 percent of the persons in 
secondary jobs were in the most successful level and about 11 percent 
of the persons who were in the secondary jobs were in the minimally 
successful level. About 78 percent of the persons who were in 
secondary or no jobs were in the least successful level. 
Only two persons in group t,wo who were placed into other 
training programs entered primary jobs. One hundred (100) percent 
of these persons in the primary job market were in the most 
successful level, about four percent of the persons in the secondary 
job market were most successful. About 17 percent of persons in 
secondary jobs were minimally successful and about 78 percent of 
those in secondary jobs or no jobs were in the least successful level. 
Far more persons were in the least successful groups who 
possessed characteristics of group two. Only two persons of the 
total of 61 persons in group two had jobs in the primary job market. 
An additional 13 persons were in the secondary job market with 
minimally and most successful levels. The remainder of the persons 
in group two (46) were in the least successful level. The outcomes 
of persons who had characteristics of group one versus group two 
were different. No statistical comparison was made due to the low 
numbers within the cells, but a descriptive view showed the greater 
number of persons in the least successful group and a greater number 
in secondary jobs who possessed characteristics of group two (those 
not conducive to employment). 
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Discussion and Other Pertinent Results 
There were differences in the reporting of results of the 
relationships of the independent variables with success level on 
unsubsidized jobs, depending on whether chi-square or- stepwise 
discriminant function analysis was used. Chi-square is a liberal 
measure of statistical significance compared to multivariate 
measures such as stepwise discriminant function analysis. Although 
both chi-square and stepwise discriminant function analysis can use 
discrete data, the results that are produced can be different. 
Chi-square views bivariate relationships as if those variables were 
the only ones involved, whereas stepwise discriminant function 
analysis views many variables simultaneously and places importance 
of each of them. Since both chi-square and stepwise discriminant 
function analysis were used in this research and their uses produced 
varying results (sometimes the same and sometimes different), it 
appears pertinent to present a discussion of the use of those 
statistics in the application process. 
In the first hypothesis using chi-square, the results showed 
that there was a significant relationship (p <.05) between each of the 
following personal characterstics and success on unsubsidized jobs: 
transportation, health, past work record, financial need for income 
support, aspiration level and race. There was not a significant 
relationship (p <.05) for each of following characteristics and level 
of success on unsubsidized jobs: children and educational level. There 
was a signficant relationship (.0000) between training plan or type of 
job and success on unsubsidized jobs. Chi-square considered only the 
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two variables involved in the bivariate relationships. 
In the second hypothesis, the results of stepwise discriminant 
function analysis showed that personal characteristics as a group 
discriminated significantly (p <.05) on success on unsubsidized jobs. 
Stepwise discriminant function analysis had entered six of the 
personal characteristics (transportation, health, past work record, 
financial need for income support, children and educational level) as 
being important discriminators (as a group) with success level on 
unsubsidized jobs. Race and aspirational level were not entered into 
the stepwise analysis as being significantly related to the other 
characteristics within the group of personal characteristics that 
discriminated on the success level on unsubsidized jobs. (Race or 
aspirational level or both could be confounded by other personal 
characteristics such as health level, number of children, or lower 
education. Further testing and analysis would be needed to ascertain 
further conclusions.). 
In the third hypothesis, stepwise discriminant function analysis 
viewed all the independent variables grouped into categories to 
determine if they discriminated significantly on success on 
unsubsidized jobs. Results showed that only four of the independent 
variables (type of job, transportation, health, and financial need 
for income support) discriminated sufficiently enough to be entered 
into the stepwise analysis. As a group, these four variables did 
discriminate on success level on unsubsidized jobs; but, when 
viewing each of the independent variables within the group, only one 
variable, type of job, discriminated significantly on success. 
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Therefore, the use of chi-square versus the use of stepwise 
discriminant function analysis on the relationship between the 
independent variables and success level produced slightly 
different results at times. When using chi-square to view the 
bivariate relationships between each of the personal characteristics 
and success on unsubsidized jobs, six personal characteristics 
(transportation, health, past work record, financial need for 
income support, aspiration level, and race) were found to be 
significantly related to success. Although the bivariate relationship 
of race or aspiration level and success was considered significant, 
when using stepwise discriminant function analysis on the 
relationship of the group of personal characteristics, race and 
aspiration level were no longer included as being significantly 
related to success level on unsubsidized jobs. Although the bivariate 
relationship between children or educational level and success was 
not significant, each was included in the stepwise discriminant 
function analysis of personal characteristics (hypothesis two). 
When using stepwise discriminant function analysis on the group of 
personal characteristics, training plan, and type of job in relation­
ship to success level on unsubsidized jobs, only three of all the 
personal characteristics plus the variable, type of job, were included 
as being statistically significant to be entered into the stepwise 
analysis. Not only were race, aspiration level, educational level, 
and children not included into the stepwise analysis, but past work 
record was no longer included. Therefore, when all the independent 
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variables were included and considered independently as a group 
and interacting with one another, only four (type of job, financial 
need for income support, transportation, and health) emerged as 
important discriminators on success on unsubsidized jobs. 
The difference in the results of the above analyses includes 
the meaning associated with the use of the different statistics. 
Chi-square views only the bivariate variables included while 
stepwise discriminant function analysis can take into account 
several variables simultaneously. Chi-square is a more liberal 
measure of significance while stepwise discriminant function analysis 
is more sophisticated, more statistically powerful, and its use makes 
it harder to accept statistically significant relationships. 
Viewing variables as a collective unit versus viewing variables 
in bivariate relationships can make a difference in the results 
attained. 
This demonstrates the importance of viewing the particular 
model and statistics used in reviewing the results of research. 
If an employment-training program had viewed only the bivariate 
relationship between training plan and success level on unsubsidized 
jobs, they might have concluded that there was a statistically 
significant relationship (.0000 level) between training plan and 
success level and never have searched any further. This dissertation 
has gone past the bivariate relationship between training plan 
and success and included several independent variables into a 
multivariate context. When all the independent variables were 
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included, training plan was no longer statistically significant. 
This shows the importance in using multivariate measures, not 
relying on a bivariate relationship only for overall conclusions 
and completing further testing of relationships. Yet, modification 
of the variables and/or inclusion of many other important variables 
need to be studied further. Researchers must be aware of the 
need to continually advance studies rather than accept a particular 
study as canonized. 
Another result gained from the study involved the recognition 
that people may change jobs throughout the year. It may be 
erroneous for employment-training programs to assume that the 
status of the participant immediately upon exit from the program will 
remain constant. Typically, policymakers have judged the success or 
failure of a program by the immediate exit status of the participant. 
Yet, 10 percent of the subjects in this research changed exit status 
within 30 days of program termination and 32 percent changed exit 
status one or more times within 30 to 150 days after termination. 
Summary 
Overall, this research states the importance of considering 
personal characteristics of the participants (especially health, 
financial need for income support, and transportation), training 
plan, and type of job, with type of job being the most important 
consideration as far as success on unsubsidized jobs. Too many times, 
employment-training programs have considered only the training plan. 
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If the usual summative evaluation had been the only means utilized to 
evaluate the employment-training programs, the typical aspects of 
judging success would be those dealing with overall outcomes of 
various training plans, i.e., number of persons placed on jobs after 
termination from the particular training program or the amount of 
income increase and amount of public assistance decrease. The 
assumption would have been that a particular training plan was the 
sole criterion for judging outcomes. If this research had assumed 
that the independent variable, training plan, was all that was 
needed and had used chi-square statistical analysis to study the 
difference between training plan and success on unsubsidized jobs, 
the results would have shown that training plan was statistically 
related to success on unsubsidized jobs. Yet, the results would have 
been quite limited in scope and have led to somewhat erroneous 
conclusions. By using a formative evaluation to supplement the 
typical summative one, other independent variables (personal 
characteristics and type of job) show an importance to success on 
unsubsidized jobs. Discriminant function analysis, a multivariate 
measure, can enter many independent variables simultaneously to 
determine the relationship with the dependent variable, success on 
unsubsidized jobs. As a result, this research reflects the importance 
of considering both formative and summative evaluation for 
comprehensiveness and reflects the complexity of the phenomenon, 
women's level of success on unsubsidized jobs. The formative 
evaluation has further developed a framework for varied explanations 
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for success on unsubsidized jobs for women rather than merely 
viewing outcomes of training plans. 
This research is very much related to choice and exchange theory. 
Although many factors are included to predict whether or not a 
woman will take a job and stay on the job, the incentive that a job 
offers is an important consideration. Too many times, the public 
has been frustrated with women on AFDC rolls who do not take a job 
and become self-supporting. Yet, perhaps comparisons need to be 
made of the incentives provided to women by AFDC and associated 
in-kind payments and the type of training plan and associated 
unsubsidized job that is offered to her. If a woman has several 
children, has been on AFDC and in-kind payments of food stamps, 
reducing housing and child-care costs, and medical insurance, lacks 
job skills, and is provided with a job with minimum wage and little 
job security, the incentives to remain on public assistance may be 
greater than going to work. This is especially true when there is 
a lack of sanctions to be applied against her if she remains on AFDC. 
Perhaps, the emphasis of employment-training programs needs to be 
on economic self-sufficiency and utilizing a means of assessment that 
acknowledges varying needs and incentives within the disadvantaged 
populations. If a woman has been a recipient of AFDC and in-kind 
payments for a long period of tiem and gains job skills which give 
access to the primary job market, she may have emotional blocks, 
i.e., fear of failure, and not take a job. These emotional blocks act 
to hinder employment. The norms of the society provide incentives 
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for and against employment so that there are varying career 
patterns among women. Some may see the incentives to be a career 
woman while others see the incentives of being housewife or a 
combination role of housewife and full-time or part-time employee. 
Choice and exchange theory can provide a base from which to view 
problems within the disadvantaged populations. 
The formative model on employment of women developed in this 
dissertation reflected macrolevel and microlevel variables prior to 
taking a job (prejob) and macrolevel and microlevel variables after 
taking a job (job tenure). Predicting whether or not a woman will 
take a job, how long she will stay on that job or other jobs she 
takes, and any transitions between jobs are more important than 
merely looking at whether or not a woman takes a job immediately 
after termination from a particular training plan. Testing of the 
portion of the formative model dealing with eight of the personal 
characteristics, the employment-training programs, and the type of 
job taken revealed the importance of these factors to success on 
unsubsidized jobs. Yet, other portions of the model need to be 
included in future testing to provide a more comprehensive 
evaluation of success of women in employment on unsubsidized jobs. 
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CHAPTER VI 
SUMMARY AND RECOMMENDATIONS 
This research challenged the current system of evaluation being 
used by many employment-training programs which assumes that 
summative evaluation based on overall outcomes is sufficient for 
policymakers to use in planning, implementing, and evaluating 
programs. Summative evaluation is needed, but only as a portion of 
a comprehensive evaluation system. A better approach would include 
the use of formative evaluation, which emphasizes process, in 
combination with summative evaluation. 
Summary 
The major purposes of the study were to develop a model for 
explaining the employment behavior of women and to test portions of 
the model using data already available. The model (see Chapter III) 
included factors at the societal and individual level that affected 
the prediction of whether or not a woman would take a job, her job 
tenure, and the orderliness with which she made any transitions in 
employment. Personal characteristics of participants, the type of 
training plan, and the type of job taken were the independent 
variables tested from the formative model on employment-training 
programs which impact on the dependent variable—success on 
unsubsidized jobs. Information on these independent and dependent 
variables was available for 279 economically disadvantaged adult women 
156 
who had been enrolled in employment-training programs at Davidson 
County Community College between 1977 and 1980. 
Four hypotheses were formulated and tested to find the 
relationship between the independent variables—personal 
characteristics, training plans, and type of job—and the dependent 
variable, success on unsubsidized jobs. Hypotheses were analyzed by 
means of discriminant function analysis and chi-square. Each research 
hypothesis and the results are presented below: 
1. Level of success on unsubsidized jobs is related to the eight 
factors within personal characteristics, to training plans, and to the 
type of job taken. Overall, this directional hypothesis was supported. 
Ten bivariate relationships were analyzed by chi-square. Six of 
the personal characteristics plus the training plan and type of job 
taken had a significance level of .005 or less: (a) transportation, 
.0000; (b) health, .0000; (c) past work record, .0000; (d) financial 
need for income support, .0000; (e) aspiration level, .0033; (f) race, 
.0043; (g) training plan, .0000; and (h) type of job, .0000. Two 
factors had a significance level greater than .05: (a) children, 
.0685; and (b) educational level, .150. 
Thus, higher levels of success on unsubsidized jobs were 
associated with characteristics such as owning a car that runs well, 
possessing good physical and mental health, having an orderly 
past work record, having a need for income support, not being a 
long-term recipient of AFDC, willingness to take any job or aspiring 
to a skill-level job, and taking a job in the primary job market. 
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2. Personal characteristics can discriminate significantly on the 
dependent variable, success on unsubsidized jobs. This directional 
hypothesis, analyzed by stepwise discriminant function analysis, 
was supported. 
When considered in stepwise discriminant function analysis, six 
of the variables within personal characteristics were found to be 
significant at the .0000 level (support, health, transportation, 
past work record, education, and children). Two factors (race and 
aspiration level) were not entered. The chi-square for the six 
independent variables and their relationship to success level on 
unsubsidized jobs was significant at the .001 level. As a total 
group, personal characteristics seemed to relate significantly to the 
level of success. 
Thus, when the group of personal characteristics was analyzed 
by stepwise discriminant function analysis, higher levels of success 
on unsubsidized jobs were associated with smaller numbers of children 
or no children, higher levels of education, financial need for 
income support, orderly past work record, good health, and having 
a car that runs well. Race and aspiration level were not important 
discriminators of success when personal characteristics were 
considered as a group. 
3. Taken as a whole, the set of independent variables grouped 
into categories—personal characteristics, training plan, and type 
of job— do discriminate significantly on the dependent variable— 
success on unsubsidized jobs. This directional hypothesis, analyzed 
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by stepwise discriminant function analysis, was supported. Although 
all the independent variables grouped into categories were considered 
in this analysis, only the four variables (type of job, support, 
transportation, and education) were entered into the stepwise 
discriminant function analysis. Of those four variables entered, only 
one variable, type of job taken, was considered to be significantly 
related to success (.0000 level). 
Therefore, when all variables were grouped into categories and 
were considered in the discriminant function analysis, only one 
variable, type of job taken, was considered to be significant. Higher 
levels of success were associated with having a job in the primary job 
market, needing financial support, having a car that runs well, and 
the higher levels of education. 
4. For women who have selected combinations of personal 
characteristics, there will be differences in the success level on 
unsubsidized jobs according to the type of training plan and type of 
job taken. This directional hypothesis, analyzed by chi-square, 
was supported. 
Two categories of characteristics were devised based on their 
conduciveness to employability. There was a significant difference 
between each group of characteristics by the type of job when 
controlling for the type of training plan. Group one, made up of 
personal characteristics considered conducive to employabment, had 
a greater number of persons placed in primary jobs and fewer persons 
in the less successful level. Descriptive results of group two 
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(made up of personal characteristics not conducive to employment) 
reflected that the more barriers that a woman had (such as poor 
transportation and poor health) and the longer that she had been 
receiving AFDC, the more likely it was that she would be enrolled in a 
prevocational program only, have fewer chances to enter a primary job, 
have some possibilities for entering a secondary job, and greater 
possibilities for taking no job at all. 
Thus, when participants were grouped according to characteristics 
conducive or not conducive to employment, results reflected the 
following: (a) participants with characteristics conducive to work 
were more often successful on unsubsidized jobs and more often in 
primary jobs; (b) of those participants who were most successful, 82 
persons had characteristics conducive to employment and 7 had 
characteristics not conducive to employment; and (c) personnel in 
employment-training programs need to consider the various personal 
characteristics of participants in relation to the type of training 
plans and types of jobs that are currently available and the need for 
modifications, deletions, or creation of new programs. 
The major contributions of this study were a redefinition of 
success to mean more than whether a woman merely took a job (future 
authors may further expand on the definition to make it even more 
precise), and an expansion of the range of factors that explain 
success of women in employment, particularly low-income women. The 
model is not meant to be conclusive, but further clarified, tested, 
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and reformulated. More attention needs to be given to formative and 
summative means of evaluation. Overall findings in this study 
reveal a need to be more cognizant of type of job as one of many 
variables needing further study. 
Recommendations 
Since the results of this research were applicable only to the 
279 economically disadvantaged, adult women at Davidson County 
Community College between 1977 and 1980, the results need to be 
recognized as having no conclusive evidence of generalizability of 
findings. Research studies need to be replicated in other locales in 
order to be able to generalize findings. In addition to the lack of 
generalized findings for other populations of women, another 
limitation of the research involved use of data which were consistent 
for all persons and easily available. No systematically collected 
information was available on modifications on the pretraining 
variables, personal characteristics, after the woman initially 
completed the information forms. For example, aspiration level and 
educational level might have changed after the career education and 
high school education portions of the program were completed. Health 
status might have changed after program entry and prior to exit into an 
unsubsidized job. Situations such as pregnancy, the presence of 
sick children or disabled persons, emergency health problems, or 
accidents might have occurred. Although there seemed to be no 
consistent means to measure it, drug and alcohol abuse appeared in 
some of the follow-up which did not show up in the pretraining 
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incentives for leaving public assistance and the associated in-kind 
payments and take permanent, unsubsidized jobs. Other alternatives 
might be as follows: (a) Keep the situation status quo. The delivery 
system (employment-training programs) and the job-market system would 
remain the same. Incentives would not be changed. As a result, some 
women would go to work and many would remain on public assistance, 
(b) Modify employment-training programs so as to be more responsive to 
the various needs of the disadvantaged population and modify the 
job-market system so that the programs and jobs provide more incentive 
to leave public assistance and go to work, (c) Change the whole system 
of policies and sanctions of public assistance to cut back benefits 
and raise eligibility standards so that more persons would take 
low-paid jobs in the current market system even if the result will be 
that more are living below the poverty level. As a consequence, fewer 
persons would be on the public assistance roles. Most of those remain­
ing on the public assistance roles would be those who are physically 
disabled or aged. An extension of this policy could be to stop try­
ing to provide any employment-training programs and/or to provide more 
incentives for employers to train and employ the disadvantaged with an 
emphasis on job retention. Whichever alternatives are chosen will 
reflect different value commitments and different perceptions toward 
the disadvantaged. 
If this research were to be replicated, it is recommended that 
a two-factor analysis of variance and stepwise discriminant function 
analysis be vised. The two-factor analysis of variance is a higher 
level of statistic than chi-square used in this paper and allows a 
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assessment. Also, the availability of a public transportation system 
or changes in the operating condition of the participant's car may 
have occurred. These modifications need to be considered if the study 
is replicated. 
Morrell (1979) stated that evaluation is of no benefit unless it 
can have some meaning and applicability to program planning and 
implementation or help set policies for future programs. This 
research does have implications for application of results. Through 
viewing the model on explaining the employment behavior of women, 
a policymaker can ascertain the complexity of the issue. 
The idea that the outcomes of participants were due only to the 
training program is overly simplified. Personal characteristics of 
the participants, the types of training plans, and the type of job the 
participants took were shown to have important relationships to 
success level on unsubsidized jobs. The model itself reflects other 
variables which can be measured by other researchers. 
One of the foremost values of this model was the shift of 
emphasis toward recognizing the differences in types of personal 
characteristics of the participants, especially those receiving 
public assistance. The model focuses toward planning for economic 
self-sufficiency of women who are heads of household but whose 
security and amount of public assistance and in-kind payments offer a 
greater incentive for them to remain unemployed. Planning needs to 
take place that will take into account the heterogeneity of the 
disadvantaged, offer training programs and types of jobs with greater 
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comparison of relationships between variables plus allows a view of 
interactions between variables. In order to use the two-factor 
analysis of variance, all the variables would need to involve interval 
data (which could be accomplished by formulating a scale for each 
variable). Thus, the variable, success, would become more precise 
and become interval. Even if this research were replicated exactly 
as is (with discrete data), success needs further redefining. The 
range of 9 to 52 weeks for the minimally successful level is far too 
broad in range. Also, the length of employment needs to be extended 
to be more than the six months minimum and part-time employment needs 
to be included in addition to the provision for full-time employment. 
More work needs to be completed on interactions between independent 
variables and between the interactions of those independent variables 
and success on unsubsidized jobs. 
Research is needed in areas of longitudinal studies of local 
employment-training programs with an emphasis on unsubsidized jobs, 
comparable control groups, and studies with multivariate measures 
that reflect the complexity which is part of explaining the 
employment behavior of women on success on unsubsidized jobs. Also, 
the individual work adjustment of a woman once she has attained a job 
and the aspects of the actual work environments (employer and employee 
mutual satisfaction) need to be included as a part of the dimensions 
of explaining the level of employment. 
This author also challenges further thought in the area of 
policymaking concerning nonmonetary outcomes of programs in addition 
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to the typical monetary ones. It is suggested that many agencies and 
groups within the public who meet to decide on how to recruit and 
train low-income persons in the areas of consumer economics, 
communication skills, effective parenting, handling stress so as to 
reduce frustration levels, handling marital conflicts that could end 
in battered women or children, and many other areas of family life 
could use populations which have enrolled in or have completed HRD 
programs. A plan might be arranged to help strengthen the family 
life of a population that is typically not reached by many such 
programs. The benefits and decisions are up to the policymakers and 
outcomes will depend on the particular perceptual viewpoints of those 
in the policymaking role. Summative and formative evaluation, as 
presented in this dissertation, are important provisions of evaluation 
and yet, these nonmonetary issues might be worthwhile to explore 
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Profile Sheet (partial) 
Davidson County Community College 
Name Social Security No. Sex 
Address Telephone No. 
Date of Birth Highest School Grade Completed 
Head of Household? If not, who is? Race 
No. of Children under 18 Years of Age Who Are Your Dependents: 
Employment Record: Beginning with the most recent job, list the jobs 
you have held within the last 12 months. Use back of sheet if more 
space is needed. 
Employer Job Title Wages Hrs. Beginning Ending 
Per Per Date Date 
Hour Week 
1. 
Reason for leaving 
2 .  
Reason for leaving 
3. 
Reason for leaving 
What was your earned income for the last 12 months? 
No. Weeks You Were Employed within the Last Year? 
List Other Income, Sources, and Dates of Receipt 
Dates for Your Receipt of Any Public Assistance in the Past: 
1. Unemployment Insurance. Amount per month From to 
2. AFDC. Amount per month From to 
3. Social Security. Amount per month From to 
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4. Food Stamps. Amount per month From to 
5. Veteran's Benefits. Amount per month From to 
6. Medicaid. Amount per month From to 
What Was Your Family's Total Earned Income for the last Year? 
Aspiration Level 
Date of this application 
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Form 52, Employability Development Plan (Partial) 
(Adapted from Davidson County Employment and Training Office) 
Name SS# Date 
Programs Eligible for 
I. Assessment Data 
A. Educational Level 
B. Work History 
Type of Job Length Reason(s) Left 
C. Physical Health 
D. Mental Health 
E. Family Characteristics 
F. Child-Care Availability 
G. Transportation Availability 
H. Housing Characteristics 
I. Financial Characteristics 
J. Job Seeking and Keeping Skills 
K. Vocational Goal 
L. Other Assessment Information 
M. Test Results 
N. Feasible Vocational Areas and Interests 
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II. Barriers to Employment 
A. Education 
B. Work History 
C. Physical Health 
D. Mental Health 
E. Family Status 
F. Child Care 
G. Transportation 
H. Housing 
I. Financial Problems 




N. Other (Specify only if identified as barrier) 
Comments (Identify by Barrier) 
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III. Program in Which Placed 
IV. Update 
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Avg. Hrs. Week_ 
Wages/Hr. 
Type of work_ 
Date Stopped 
Reason for Leaving 







Hrs. in class/week_ 
Type of Curriculum_ 
Date Stopped 
Reason for Leaving 
Receiving Public Asst. 
Yes No 
Receiving Public Asst. Yes 










Avg. Hrs. Week 
Wage s/Hr. 
Type of work 
Date Stopped 
Reason for Leaving 
Receiving Public Asst. 
Yes No 









Hrs. in class/week 
Type of Curriculum 
Date Stopped 
Reason for Leaving 
Receiving Public Asst. Yes No_ 




Date Interviewer's Signature 
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.Work Sheet for First Month Follow-Up Cycle#_ 
Name Te 1 ephone 
Addre s s 
Job Title/Training 
Salary: Monthly Hourly No. of hours 
Experiences: 
Skills: 




Date: Busi ness 
Date: Business 









Coding of Variables 
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Coding of Variables 
All information was gained from the basic data that are 
routinely collected on each participant for one or more years prior 
to enrollment in training. Below are listings of the definitions 
used in the different variables. 
Personal Characteristics 
Health was determined as good or poor based on comments from the 
participant and/or interviewer. Health was judged as poor only when 
there were chronic and severe health problems such as back injury, 
obesity, or chronic emotional illness that required the services of 
professionals. 
Past work record categories and associated definitions included 
the following terms: (a) "Orderly" meant being on the same job for six 
or more months, or moving upward vertically or horizontally in career 
area. (b) "Disorderly" meant having more than two jobs within the 
same year with no apparent career connection between jobs or being 
dismissed from a job. All involved being on the same job less than 
six months. Persons could be on a government-support program. (c) 
"None, with no or little government support" included persons who had 
not worked, might have received food stamps or SSI (Supplemental 
Security Income). No person was receiving AFDC (Aid for Families 
with Dependent Children). (d) "None, with government support" 
referred to those who had received AFDC throughout the year. They may 
have also received other types of public assistance. These people had 
not worked during the period. 
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The variable, children under 18, referred to the number of 
children under 18 years of age who were living at home and considered 
dependents of the participants. 
Transportation meant either: (a) having a car that was usually 
operable or (b) having a car that needed many repairs or having no 
car. (There was no public transportation available.) 
Definitions within the category of income support (need for 
financial support) were as follows: (a) "Minimal or no" referred 
to heads of household who reported no means of support other than 
employment. (b) "Unemployment insurance" referred to unemployment 
insurance received by the participant within the year prior to 
entrance into training. (c) "Some support, other" referred to those 
not receiving AFDC, but perhaps receiving food stamps, who were not 
heads of household, and might be receiving support from parents or 
spouse. (d) "Short-term welfare" referred to persons who had 
received AFDC for less than 12 months prior to training, (e) "Long-
term welfare/SSI" referred to persons who had received AFDC or SSI 
for one or more years. (Note: Since there were only two persons 
receiving SSI, very little attention was paid to that area of public 
assistance.) 
Definitions within the category of aspiration level were as 
follows: (a) "Any job" referred to the stated willingness to work 
at any job they were given, (b) "Skill job" referred to jobs such 
as computer programmer, tool and die machinist, executive secretary, 
registered nurse, and the like, (c) "Low-level white collar" referred 
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to jobs such as teacher's aide, nurse's assistant, day-care worker, 
clerk, and the like, (d) "Undecided" referred to those who had 
stated no clear interest area. They might have stated they wanted 
no factory or mill job, but wanted a "better" job. (e) "High school 
and job later" was the statement of those who wanted the program 
primarily for the purpose of finishing high school and would consider 
a job at a later time. 
Educational level meant self-report on grade level of formal 
schooling prior to training. 
Race involved self-report of nonminority or minority. 
Training Plan 
There were four major categories of employment-training plans: 
(a) prevocational (HRD); (b) prevocational (HRD) plus introductory 
skill training or introductory work experience; (c) prevocational 
(HRD) plus long-term skill training or long-term work experience; 
and (d) long-term skill training or long-term work experience with no 
prior prevocational program (HRD). 
(a) Prevocational training was coded according to the length, 
two or thirteen weeks. Programs that were two weeks in length were 
primarily job-search classes, with the emphasis on interviewing and 
attaining a job. Programs that were thirteen weeks in length 
consisted of training in job-search skills plus additional training in 
high school completion, survival skills, and human relations. Persons 
were enrolled in prevocational training only. 
(b) Prevocational training plus introductory skill training or 
introductory work experience involved graduates of the prevocational 
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training program who would enter an introductory skill-training 
course such as beginning clerical or maintenance, or introductory 
work experience such as Adult Work Experience. The length of the 
introductory skill training or work experience component was less than 
one year, usually three to nine months. 
(c) Prevocational training plus long-term skill training or 
long-term work experience involved graduates of the HRD prevocational 
training program who entered a training program such as electronics, 
data processing, registered nursing, lasting one to two years, or who 
entered a work-experience program such as Public Service Employment, 
lasting one to two years. 
(d) Long-term skill training or work experience consisted of a 
training program such as electronics, data processing, registered 
nursing, lasting one to two years, or a work-experience program such as 
Public Service Employment, lasting one to two years. Persons in these 
programs did not complete the prevocational training program (HRD). 
Type of Job Taken 
There were three variables under the major category, type of 
job; (a) primary job market; (b) secondary job market; and (c) 
no job taken. 
The primary job market involved unsubsidized jobs that met two 
conditions as a minimum: (a) paid a minimum of 30 percent above the 
federal minimum wage requirement, and (b) had layoffs of less than 
five days per year—with little labor turnover. These jobs were 
generally perceived as fairly secure. 
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The secondary job market involved unsubsidized jobs with 
any or all of the following conditions: (a) paid the federal minimum 
wage; (b) had high labor turnover; or (c) had frequent layoffs of more 
than one week annually. Generally, these jobs were perceived as less 
secure than those in the primary job market. 
The last category, no job taken, was self-evident. 
No job was considered unless it was unsubsidized as unsubsidized 
jobs are the ultimate goal of employment-training programs. 
Subsidized jobs are those funded by CETA such as Public Service 
Employment, Youth Work Experience, or Adult Work Experience. These 
jobs are usually funded for a specified period of time to prepare 
the participant for unsubsidized jobs or other like goals. 
Dependent Variable: Success on Unsubsidized Jobs 
There were three basic categories of the dependent variable, 
success on unsubsidized jobs: (a) most successful; (b) minimally 
successful; and (c) least successful. 
To be most successful, a person would have either: (a) taken 
a job and stayed on that job for at least six months; or (b) taken 
a job and stayed unless there was an orderly transition to another 
job within six months. Orderly transitions are horizontal or 
vertical job changes for job advancement. 
To be minimally successful, a person would have taken a job, 
but stayed on that job for less than six months and have made 
disorderly transitions to other jobs for nine to fifty-two weeks of 
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the year. Disorderly transitions took place when persons would leave 
jobs due to being terminated or would move from job to job througout 
the year without any horizontal or vertical transitions for job 
advancement. Such persons are sometimes called "job hoppers." This 
category was titled minimally successful rather than unsuccessful 
because tax dollars would be earned for nine or more weeks of the year. 
To be considered least successful, a person would either (a) have 
taken a job and made disorderly transitions for up to eight weeks or 
less of the year or (b) never have taken a job at all. 
Only unsubsidized jobs were considered for any success level. 
Success level for the taxpayer involves placement of participants 
of employment-training programs into unsubsidized jobs as these 
generate tax dollars. Subsidized jobs consume tax dollars and are 
usually intended to lead to the goal of unsubsidized jobs. All 
persons used in the study had to be available for unsubsidized jobs 
for a minimum of six months. Only jobs in the paid-employment 
status were considered. No volunteer jobs were counted as these are 
not the intended goals of employment-training programs. 
Coding of Selected Groupings According to Conduciveness to Employment 
(Hypothesis Four) 
Stepwise discriminant function analysis produced a rank-ordering 
of personal characteristics in relationship to success on 
unsubsidized jobs. The highest personal characteristics from the 
rank-ordering were formulated into three basic groups, according to 
conduciveness to employment: (a) group one: good health, good 
transportation, and minimal or no income support (greatest need for 
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financial support). They may have received unemployment insurance 
or may have some support from spouse, parent, or food stamps, but 
had not received AFDC. (b) group two: good health, poor 
transportation, and some support, other than AFDC. (c) group three: 
poor health, poor transportation, and had received AFDC, short-term 
or long-term. Characteristics in group one might be considered as 
those conducive to employment and characteristics in groups two and 
three might be considered as somewhat nonconducive to employment. 
An effort was made to have a minimum of 20 persons per 
grouping; therefore, groups two and three had to be collapsed due to 
inadequate numbers within the cells and after combining, they were 
called group two. 
